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The rationale for conducting this study as well as the objectives and survey

design are described below.
The Reserve Compunents are {acing declining strengths because of an
- inability to attract and rotain people. Faced with this situation, the Reserve Componenta

have been engaged in a major marketing-like effort to recruit and retain high quality

o v -,

- personnel. This effort is necessary since youny men have a large number of potential

careers and activities to pursue. The marketing envitonment is complex, because

there are many attributes of careers and activities that may be of greater or lesser

"
R IR o)

L A

importance, such an salary, fringe Lenefita, opportunity for education, travel, image

- of the job/activity and employer and sc on. In order for the Reserve Components to

be competitive in this environment, it is necessary to engage in activities such as

i il

- marketing research, advertising, and promaotion that have heen successfully used with

other products and services.

- With the above as background, the Department of Defonse requested that a com-
prehensive research study be undertaken to indicate to the Reserve Components what

- actions in the form of product modification and/or product communications are likely

. to have the greatest impact on increasing (1) accessions among various demographic

types of NPS clvilian males anda (2) likelihood of re-enlistment among carrent guards- in

men and reservists. Hence, the overall objective of the study is to examine in detail

motivational factors in enlisument and retention as a basis for developing policy

an bl odebious A Sk

recommendations for efforts aimed at enhancing Reserve Component accession and

retention.

- —————- W O e a———i o e T oy T
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The information gathered in this study has several specific objectives, The

first objective is to measure young men's propensity te serve (or re-enlist) in

e L e e

the Reserve Components.
The sccond objective is to determine current perecptions of the Reserve Compo- ,

nents in terms of 12 key attributes.
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A third objective is to determine the relative tinportance of the 12 key job
attributeo that may provide the basis for influencing voung men to join and rt‘-maln in
the Ressrve Comporeats,

Finally, this study provides a simulation mode) that indicates what configurations
of job characteristics, benefits and incentives will enhance (1) accessions and (2)
re-enlistment intentions arvang various target groups (e, g., high school graduates, ~tc, )

Study Deaign

In order to meet these objectives, Market Macts, ltc. conducird a survey among
two different samples of individuals. The first sample consisted of 17-26 year old
males who do not have prior or curreat military invelvement and who are not beyornd
their second year of coliege. In total, 1,371 interviews were completed with non-
prior service (NPS) civilian males. The second sample consisted of 217 current reser-
vists and guardemen; grades E-4 to E-7 in their first six- year term of service,

These two samples are treated entirely separately in this repurt since they address two
different manning problams, accessions and reteation. ‘

The interviewing for this study took plece between July 7, 1977 ansd August 1, 1977,

The survey employed a computer-based interactive system of interviewing, Each
respondent was seated at a video dirplay device (Cathode Ray Tube) on which Quastionr
were presented and with which he interacted by use of a simple response keyboard.

The sample of NPS civilians was selected according to a quota sampling procedure.
This procedure is discussed in Appendix L. The Department of Defrnse provided a
randomly drawn tist of reservists and gusrdsmen for the sample of current reser-
viats and guardsmen.

The study was conducted in nine geographic markets in which Reaerve Coemponent

units are located. These markets, representing a wide cross-section of population

density and geographic location, were as follows:

Large Urban Areas

-Beston, Massachusctts
-Chicago, llliuocis
-San Francisco, California

s
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Small Urban Areas

-Blliings, Mostana
-Chattancoga, Tennessee

- PMittefield, Massachusetta
-Rock{ord, lllinocis
-Steckton, California
-Victoria, Texas

To develop the simulation model, a techaique called Trade-Off Analvais was
used. An overview of this procedure is provided helow and a2 more detiiiled discuanion
appears Wy the Appendix 1V,

Miny alternative programs mighe be adopted by the Rescrve Components to attract
high quality recruits and eacourage current teservists and guardemen 0 remain ina the
service beyond their initial six-year term. However, thcae alternative programs might
cntail substantial dificrences in cost or difficulty in implemientation, Similarly,
individualc a)lso have preferences when considering attributes auch as salary and
educational assistance and the like. Thus, in arriving at an optimum combination of
programs, we must consider trade-offs among cost, difficulty of implementation, aad
likelihood of acceptance by potential recruits and those who may choose to re-enlist. The
cust and difficulties of implerintation can be estimated with reasonable accuracy for a
variety of srogram combinations but the :icceptabllity to potential recruits cannot be
adequi:tely quantified by traditicnal attitude and awareness measurement procedures.

Most peopie would like to follow career paths that iavolve high salaivies without
responsibilities, excitemwent without rivk, and security withnut tedium, [n the real
world, such possibilities rarely exist and, 11 making a career choice, jt s
neccssary to consider the trade-offs among a number of carevar attributes. One
survey technique specifically designed for such situations {n Trade-Off Analyasis.

The basic procedure for Trade -Off Analysis is as follows.
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4 - In conjunction with the Department of Defenae, 12 auributes were developed ' 1
E that describe various key characteristics of the Reserves and National Guard, o
4 C3
E - Mtributes were chosen that could be mampulated or modifed to varying levels by C
the servicesn a3 a means of creating inducements for accession and retention, These ‘ ]
i E
1 - attribdutes are the sssence of Trade-Off Analysnia, The attributes and the tevels 3
investigated are presented below. ]
Attridutes Studied With The ! 3
NP8 Civilian Sample ]
- A
1. Starting Pay: -$4. 24 per hour ; ;
-$3. 40 per hour
-$2. 84 prr hour L

-$2.28 per hour '
- . - ) !
2. Initiat Term of Service: -4 years : ]
-b years A
-8 years . v
b
.  Enlistment Bonus: -$3, 000 |
-$1, 000
-$300 ! ‘
-None T
4. Educational Assista ce: -100% coverage of educational costs up to $i1, v ? !

per year (or four yoars -

- 100% coverage of cducational costs up to $500
per year for four years

-50% coverage of educational costs up to $500
per year for four ycars 4

-No educational coverage

e ek

- g p————

8. Fecderal Income Jax

i
Deduction: -Military pay is tax free

-Military pay i not tax free

Rl o) i i bl ket ot
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] V 6. Post/Base Exchange (PX/ td
4 - BX)and Commissary E
Privileges: +-PX/BX and commissary available all the tame for o
i - self and famiiy ]
' ¥ -PX/BX and commissary avatlable when an duty for |
i ‘ self and family ! ]
§, - -PX/RY and commisnary available when on duty for 3
- self onty
S - 7. Hair Regulations: -No regulatione on hair length 3
2 -Your hair must look short fur meetings; short ;
] haired wigs o. k. 3
= -Your hair must be ahart. No wipgs permitted ;
8. Houre of Mectings Evsch
Month; -12 hours c{ meetings per month ;
<16 hours of meetings per ruonth v
C 9. When Unit Meetings j
| '
3 Are Held: -1 session/month taking 2 days in one weehind .
3 -2 seasions/month taking 2 different Saturdays !
-3 sessions/month taking | Saturday «nd 2 weekend evening . S
1 - 10. What Is Done At Unit b
: Mectings: « 0% military traiming, 50% community service t =
4 - - 15% military training, 2%% communitly acrvice b
- i00% military training | 1
- i Ty 4
1. Retirement +Retire after 20 years of _ervice and reccive about . !'
$235/month plus brne'its ut age 60 -~ ‘ :
- -Retire after 30 ycars of service and receive about -~
$235/month plus benefits at age 50 o i
-Receive no retirement pay or benefitas K K
— : 3
12. Annual Two Week ‘ ‘
Training: -Annual training during vacation. You get
- military plus civilian pay :
- -Annuatl training not during vacation, You get 5
military plus civilian pay !
- - -Annual training not during vacation. Enwployer 1
A makes up pay diffcrence .
-Annual training not during vacation, You get ;
-~ oniy military pay b
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- 4-12 (SAMFE AS CIVILIAN)

o
A 13th attrlbute was branch of service:
- «<Air Force
-Army
-Marine Corps
- -N.Vy
Attributes Studied With the
- National Guard/Reserve Sample
1. E-4 Pay (4-6
= ars ce s
VEATS arrvice) ~$1, 749 per year (50% over current level)
-$1, 399 per year (20% over current level}
- 81,166 per vear (current level)
-$93% per year (20% below current level)
- E-5 Pay (4-6
yeArs service): -$1, 844 por year (50% over current level)
- -$1,475 per year (20% over current level)
-$1, 229 per vear (current level)
-$983 per year (20% below current level)
- E-6 Pay (4-¢
years service): -$2,022 per year (50% over current level)
- -$1,626 per yecari2U% over current level)
-$1, 355 per year(current level)
-$1,084 per year (20% below current tevel)
F-7 Pay (4-6
e
- years service -$2, 296 per year (50% over current level)
-$1,837 per yeor (20% over current level)
-$1,531 per year {current level)
- -$1,225 per year{20% below current level)
2. - :
Length of Re-enlistment -Re-enlistment term of | vear
- Re-enlistnent term of 3 years
-Re-enliastinent term of 6 years
- 3. Ro-culistment Ronus:

-$3, 000 re-entistment bonus
-$1,000 re-cnlistment bonus
-$300 re-onlistment bonus
=No re-enliztient banus
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Esch respondent was presented with a series of pairwise comparisons of attri-
butes. A typical pairwis:z question was presented in a format like the following.

Which would you prefer . . .

A 4 year enlistinent term OR A 6 year enlistment term
and a $1, 000 bonus and a $3, 000 bonus

In this manner, each respondent indicated his preference for pairs
of attributes. The preference data are analyzed by a proprietary computer program
that translates these preierences into numbers referred to as utilities, The utility
associated with each level of each attribute is & numerical indication of the value or
importance which the respondent attaches to that attribute level. These utilities are
the basis upon which computer simulations have been conducted to investigate the effect

on accessions and re-enlistment intentions of changing varicas attributes and combinations
of attributes by specific amounts.

The Accessions Model

In this study we are attempting to estimate actual behavior (i. e., accessions) from
a study of attitudes and preferences of the survey rcspondents. Traditionaily, esti-
mates are made on the basis of econometric models. While such models have their
value, they are normally used in foreccasting future acceassion rates for the current
set of attribute levels. Since the focus of the prescnt research is on estimation of
accession levels for different sets of attribute lcvels (for which no market data existj,
it is necessary to include measures of the attitudes and values of NPS men in the
estimation model.

The drta collection method used in the main part of this study requires only that
the responcant make simple preference judgments, Unlike traditional attitude measure-
ment methods, the respondent is not required to say how important a particular
attribute is to him, but only whether one combination of attributes is more desirable
than another. Thce computer~based method used to collect data permits us to choose
a particular set of questionn to ask each respondent so as to sharply define his own
uniquce values, and a set of numbcers resulls which express how valuable he perceives

cach attribute level to be.
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Trade-Off Analysis has been used on a large number of occasiona in marketing
research to learn the relative porceived values of product atiributes, and there is
little doubl about ity ability to do this successfully, For example, if we tearn that an
individual places more value on an additional thousand dollars per year of pay than
on expanded PX/BX/Commissary privileges, we can state with some confidence that
higher pay is more likely to cause him to join the military than a change in PX/BX/
Commissary priviteges.

However, in this study we have attempted to go beyond the measurement of

relative importances of various attributes, and to make estimates of actual accession

levels which would occur given any change in attributes of the military "job'. This
task is much more difficult since it involves not only measuring preferences betwcen
different collections of attribute levels, but also the estimation of likellthoods of future
actions. People are not very good predictors of thelr future behavior, and consequently
the actual levels of accessions predicted will have considerably mon' uncertainty
surrounding them than the conclusions about the relative strength of various combi-
nations of attribute levels,

Content of Interviey:

The interview focuscd on the {ollowing areas of iformation:

(1) Respondent demographics

-Age

-Marital status

-Racial/ethnic affiliation

-Education

-Employmunt

-Soclo-economics of parent's houaehold

-Reserve component status (Military respondents onty)

- Pay grade
-Compouent
-Length of service
-Job

{2) Propensity to enlist/re-e: list in the Reserve Components

11) Perception of the Reserve Components on 12 Attributes

(4) Trade-off of paired atiributes

(%) Estimates of likelihood of entisting (re-enlisting) under various conditions
(6) Satinfaction with Renerve Components (Military respondents nnliy)

(1) Achievability of life goals in the Reserve Components (Mlilitary respondents unly)
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- Overview of Study Analysis ’
The decision to join or remain in the Reserve Components is contingent, in part, i 5
- on at teast two general factors: houw the individual currently spends his time (e.g., | i
employment, education, etc.) and his attitudes towards the Reserve Components based 4
- on his perceptions of these services, i
Both factors, in turn, have several ramifications with respect to serving in the §
. Reserve Components. How an individual spends his time affccts both his desire and i
need for additiona! activities as well as his ability to pursue other activities. ‘Q‘
- His attitudes toward the Reserve Components reflect both the individual's !
! psycheclogical (e. g., serving one's country, associating with others, keeping busy, etc.)
- and his economic needs. ",'
Any attempts to estimate accessions and re-enlistment intentions must consider i 3
' < - both factors. Hence, the analysis and reporting of this study has been couched in the %
framework of these two {actory, ' ";
- Insofar ar the sampie of NPS civilian malss «nd the sample of current reservists l[ 4
and guardsmen represent two very different populations and two distinct problems, the L
: - data derived from these two samp.es have desn analyued and reported separately. ;
: With respect to implications for recruiting strategy deveiopment, however, con- 34
' - clusions drawn from both samples have been integrated and are discussed in the }

] Exscutive Summary, .
: - With the above aw background, this report begins with a discussion of NPS 3 ‘g
¥ civilian males; how they currently spend their time with respect to employment and r }
L ! ' - education, their stated likelihood of serving in the Reserve Components, their T
1 perceptions of the Reserve Components in terms of 12 attributes, the relative importance ;
- (utility) they attach to each nf these 12 attributes, and the impact various configurations - Qﬁ
of attributes are likely to have on their decision to join or not join the Reserve i
- Components, (:‘
- jf
5
- ?
_ -‘?
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A discussion of current reservists and guardsmen {ollows the discussion of NPS ) a
- clvilian males. Similar issues are addressed; how reservists and guardaman spand ;‘
their time with respect to employment and sducation, “the nature of their military K
- service, their relative likelihood of re-enlisting, their perceptions of the Roserve
Compunents in terras of vazious attriduie 8, the relative importance they attach to
- each attribute, and the impact various contijarations of attributes are tikely to have
on their intentions to re-enlist,
- In such a large study, many results are likely to appsar which are due
sololy to chance or sampling variance, In order to avoid helng deceoivod by such
~ rcsults, the unalysis of the data delineatas those results which are unlikely tn be
due to chance or sample idiosyncraaies. Specifically, sll significance statements
- are baged on the 95% cunfiderca lev-l, This msans there .e less than a 5% chance
that such a 1esult wouid occur solsly due to chance,
- The quota sampling procedare used in this study necessitates that the collected
data be weighted in order for us to make valid estimates of aational statistice. The
- procedure for weighting the data {a discussed {n Appendix II. ‘ :
Filaally, the body of the report discusses conclusions, Tazhnical lasuun per- 7
- taining to data collection and analysis are discussed in the appropriate appendices - p
which are cefcrenced throughout the report. } 3
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EXXECUTIVE SUMMARY

Introduction o

This report is a discuesion uf motivational factors in enlistinnnt ond retention
in the Reserve Components. The study provides guidance for recruitug and
retention strategy development by examining the relative impact on accessions and
re-enlistment intentions of various configurations of job characteristics, benetits
and incentivaa. A totel of 1, 37i non-privor service (NPS) civilian males between 17 and
26 years of age were interviewed in nine geographic markets using a computer-based
interactive system of interviewing. In addition, 217 curreat guardsmen and reservists,
grades E-4 to E-7 in thelr first six-year term of service, were interviewcd. The
two samples are treated entirely separately in this study since they addreza two different

manning problems, accessions and retentions.

Major Conclusion of the Study of NPS Civilians
NPS civilians tend to view various types of large financial beuefits as the most

important factors {in making a decision to join the Rcserve Components, Educational

assistance, enlistment bonus, and increased starting pay arc likely to have the greatost

impact on increasing accessions. Other financlal or quasi-financial attributes ars

among the less powerful or important attributes. PX/BX/Commissary privileges,
military pay being tax free, and annual training vacation arrangoments could all affect
the resl income of reservists, at lcast to some degreoe, but their impact on aceasions
can be expectud to be relatively srnall. Factors related to the impact of Reserve
Component membership on lifestyle (1. e., [requency of meetinga, length of meetings
per month, halr repulatinnn) are likely to have relatively little impact on accessionn,
It is estimated that modifying the Reserve Components in terinn of various ievels
of any one or 1nore of the three most important attributes coutd enhance accesslons by
50% or more. The ducisior regarding which mudifications to make, however, depends

not only on cardidates' preferences but also on economic and logistic considerations. The
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present study offers guidance by providing the Department of Defense with a math-
i - ematical and psychological model that permits simulation of product modifications
' 3
and estimation of the resulting level of accessions of (1) NPS men in totai oz {2) men 3
:' - with certain demographic characteristics,
Propensity to Join the Reserve Components
., - In total, 17. 9% of the NPS men expressed positive propensity (i.c., said that :
: they ''definitely" or ''probably would" serve) for the Reserve Components. Approximately ‘ ]
i - one-in-seven (14, 5%) young men rated themselves as possible entrants into the -f:.
: b
Army Reserve, Air Force Reserve, Naval Rese.ve, Marine Corps Reserve and/or -
» - Coast Guard Reserve. One-in-twelve (8, 2%) respondents expressed propensity to join
the Army National Guard and/or Alr National Guard,
- The overall rank order of the components based on expreased propensity levels 3
: 5
was as follows: } :
: -Army Natlonal Guard 5. 5% '
: ~Alr Force Reaerve 5.5%
- -Army Reserve 5.3% 3
-Naval Reserve 4.8% B
§ -Coast Guard Reserve 4. 6% N
- -Air National Guard 4. 4% ;o
; . -Marine Corps Reserve 3.3% } i
H ' " k
;!1 . ! . r 'i
Demnog raphic Profile of Positive Propenaity Men ~ | %
Lr — Those men who expressed a positive propeniity for the Reserve Comnponents, '\’_f,»" :
E in contrast to negative propensity men, tend tobe ., , . s 1
i
E - -More likaly to be Non- White . g ¥
b
1 -More likely to still be in high school : -
; - -Less likely to have had a college preparatoiy curriculum ' 1
] in high school b
¥ i ;
- -More likely to have had a vocational curriculum in high .
b achool |
{- 3
y -T.cus likely to be in coltege |
ff |

1
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-More likely to be currently unemployed
-Less likely to be in white collar occupations, if zinployed
~Lees likely to be from a large urban area

This profile tenda to underscore the importance these individuals attach to

economic benefits, For these individuals, the Reserve Components niay be an impor-

tant means by which they can advance themselves in terms of education and oc:upation,

Perceptions of the Reserve Components

NPS men were asked what they believe the Reserve Components presently offer
in t« rms of job characteristics, benefits and incentives. Respondents were asked
to indicate what they believed was the current level for each of twelve attributes. The
m‘j:ority of these men perceived each of these attributes to be ~sharacterized by higher
than actual levels. With respect to recruiting strategy dovelopment, these
favorable misperceptions suggest that the Reserve Components need to concentrate
their recruiting strategy devel~pment efforts primarily on the more difficult task
of product imgrovement rather than improvement of communications.

Major Conclusion of the Sgudy of Current Guardsmen and Reservists

The most important attributes with respect to enhancing re-enlistment intentions

appear to be similar to those that are likely to have the largest impact on accessions

of NPS men. A re-enlistment bonus and educational assistance are likely to have
the greatest positive impact on re-enlistment intentions of current guardsmen and
ruservists. Tax -frec riilitaiy pay, length of extcnsion of service, and increaned
pay aldo appear to be important factors in making a decision tu re-cenlist,  Factors
related to the impact of Reserve Component membership on lifestyle such us timing
of annual training, hair regulations and length of meetings per month appear to be

o ——

of relatively little importance in the re-enlistment decision for currert guardsmaen
. A

and reservists,
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f’g The estimated likelihood of re-enlisting could be i reased by 30% or more i
A 3
Ei - by modifying the Reserve Components in terms of various levels of any une or more ; E
E‘ of the following attributes: rc-enlistment bonus, educational assistance, level of 3
! - pAy, tax benefits and extension of service.
The simulation mode! enables the Department of Defense to examine 3
- potential for increases in re-enlfstment intentions for various configurations »f ;
: job characteristics, benefits and incentives among (1) current guardamen and reservists 1
- in total and (2) those men with certain demographic characteristics,
- Propensity to Re-enlist in the Reserve Components b
.. In total, 35.1% of the current guardsmen and reservists said that they ''definitely" ! a
: oA
- or "probably would" re-enlist, Another 15.2% were undecided. One-half of the men ' ‘é
intending to re-enlist planned to do so for no more than one year. The average was just
- just over two years.
Demographic and Attitudinat Profile of Men Intending to Re-enlist } ‘
- Those men who said that they ""definitely' or ''‘probably would'' re-enlist
1 (positive propensity), in contrast to negative propensity men, tend to be... 3
3 3
' 3
' - -More likely to be Non-white i
-Less likely to be a coliege graduate , 4
. - -Less likely to be in a white coliar occupaticn in o, :
E; -More likely to be in a higher grade (E-6 and E-7) - ;
' - -More likely to sec the Reserve Components as enat!ling ,‘
the achievement of life goals W
-More likely to be satisfied with the Reserve Components B

Perceptions of the Reserve Components o

Most guardsmen and reservists appear to be quite well informed about what the

Reserve Components presently offer in the way of job characteristics, benefits and

incentives. Efforts aimed at increasing retention should be concentrated, therefore,

1 A s ikttt bt M et b A

on firat providing an enhanced product, rather than on product communications.
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SECTION 1

Analysis of Demand on Time:
Employmont and Lducational Involvement

For most, membersiip in the Reserve Components is not « primary pursuil,
Rather, it represents another activity in addition to one's primary vocation. In
deciding whether or w0l to join the Reserve Components, & young man muai take into
consideration his present or anticipated employment and education situations, Spec-
ifically, he must consider his motivations for jolning within the frame'vork of the
degrze to which his employment and/or education situationa (e.g., availability of
time, employcr cooperation, etc.) enable him to pursue an additional aciivity such

as heing a Nat,“nal Cuardaman or Reserviat.

As > raaans of providing bazkground to and undcrstanding of the intentions of
civitian non-prior service malcs with respect to serving i. the Raserve Components
a disc assior of their current employment and educational involvemoent follows. The
issuc ls the extent to which time is available to the individual to participate in the
Natioral Guard and Reserves,
1.1 Levei of Etnployment
As Table ). shows, 60% of the males interviewed in this study reported that
thcy were currently employed, the majority of thein in full time occupations. The
L..ance reported being not employed,
Table 1.2 rhows that 68% of employed respondents reported holding blue
collar occupations; many of them In service (e. g., policeman, postman, delivery-
man, efc, ) occupations. Department of Defense data un enlistees as well as

attitudina® studies such as the Youth Attitude Tracking studies indicate that

individuals from higher socio-economic groups arc less likely to join the all-
volunteer forces, Occupational statua i{s enc indicator of socio-economic
standing., The extent to v’ ch it is a discriminating variable with respect to

propensity to serve in the Reserve Components is examined in Section [II.
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TABLE 1.1
REPORTED LEVEL OF EMPLOYMENT
TOTAL
2
60. 1
Nt
18,2
3.1
3.3
(13n)

Both full-time
and purt-time

Full-time
Part-time

Not smployed
BASK
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TABLE 1.2
OCCUPATION
TOTAL

- >
- White Collar 3.9
Prof{essional/technical 7.4
- Manager/proprietor $.0
_ Sales 7.9
- Clerical 7.6
- Blue Collar 68,1
Crafteman/skilled labor 13,7

= Machinery operator s
Service worker 29,0

= Goneral laborer 17.3
- BASE (824)
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.2 Emplozment and Educations] jnvelvemant

It {s not uncommon for a man iu the 1 7-26 year-otd age group to both
work and attend scheel. Being both employed and enrolled in achoel tends
- to limit & person's ability te pursue additional activitirs.

Table . 3 summarires the degree to which respondents are both

UL LI L L
hms

- employed and going to school, One third of the sample indicated that they
work and go to school. At the other extreme, 22% said that they neither

work nor go 'o school.
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P TABLE 1.3
Fs -
(!
s LEVEL OF EMPLOYMENT COMMINED
: - WI'TH EDUCATIONAL INVOLVEMEN'T
- TOTAL
/ - Emplay.d and attend sichoal 38,0
Employed only 25. 1
f -
- Not employcd and attend school 17.9
- Net employed and do not attend
4 school 22.0
] "~
BASE (1371)
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to be less than what Person C perceives his time availability to be.

%i
3
‘ |
i |
1 - o
| 21 1
,?‘ 1.3 Derived Deimnand on Tinie é
%1 - A young m=n's likelihood of joining the Reserve Components is con- :
tingent, in part, on the demands placed on his time. The most objective ;
- measure of demand on time is the number of hours worked each week. The ’
: concept of demand on time, however, also has a subjective element -- what ,;';
“’ o~ the individual perceives the demand on his time to be, This perception, in g
*“ part, may be a function of both the nature and degree of the individual's work- 3
rg - related commitments. These include whether his work is full time or part 4
; times, the number of jobs held, and whether he also attends school. Com- *1
k' ! - pared to someone who has a part time job, a person who holda a full time j
3 ' job may feel he has :nore of a commitment to his work and, therefore, has %
! _ - less time to pursue other activities. This may bn thi: person's perception, g
) ' despiic the fact that both individuals work the same number of hours each week. ‘:‘
-~ The following example further illustrates the objective and subjective i
” : nature of the concept of demand on time, The major weekly activities of .4
E - four people arc described below. :
- Person A_ Person B Person C Person D ! ]
? - « Works 40 hours . Works 40 hours . Works 40 hours . Works 40 hours : =
: . Holds 1 full- . Holds 2 part- . Holtds 1 full- . Holds 1 part- v
. - time job time joba time job time job 5
. Attends schooi ’ ;
k . A\l four individusls work the same amount of hours each week., How- ’
; , ever, they may perceive the demand on their time differently, In addition to t é
- his one full time job, Person A also attends school. He physically has imore ; J
.V demands placed on his time than do the other individuals. Person B may ‘} f;
- perceive the demand on his time to he high, while Person G and Person D I
do not. Person B's perception of his aituation is baiscd on his commitment ‘
- to two jobs rather than one. Like Person C, Person D works 40 hours each ? ‘
: week at one job, In contrast, however, Person D's joh is only temporary 3
- (. ¢., part time). This may lead Person D to view the demand on his time i !
.
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As a means of gauging this demand, an index of demand on tinie was croated
by asking the individual to report several areas of amployment information --
employed full time or part time, number of jobs held, number of hours worked per
week on all jobs. In addition, the index is based on -‘vhc;the.r or not the respondent is
in school, The index ranges from a low of 2 to a high xcore of 16, For purposes

of discussion, the scale has been divided into three groapm:

Demand on Time Scale Scores Typlcal Description

High 11-16 eWork 2+ jobs,
040+ hovirs a week
eMay also attend school

Medium 7-10 eWork 1 full time job
e About 40 hours a week
eMay ailso attend school

Low 2-6 eMay work | part time job
eLess than 20 hours a week
eMay attend achool instead of work

Table 1. 4 explains the derivation of the demand on timu index.

TABLE (.4
(Employmont) = (Number of Jebs) ___ (Total tlours Worked in Week) _(In School)
Value Valug Value Vajue
Full tiine 3 Four or more 4 bl+ 7 Yes 2
Part time 2 Three 3 51.60 6 No 1
None 1 Two 2 41-50 )
One 1 31-.40 4
None 0 21-30 3
11-20 2
1-10 !
0 0

Table 1.5 shows that 15, 8% af the rcupondents reported having a relatively
high demand on their time during an average week. In gencral, these people are
typically holding more than one job or are working full-time plus yoing to school,
As such they are working and perhaps attending school more than 40 hours a week,
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TABLE 1.5

¢ el e el AT W

I

DEMAND ON TIME

TOTAL

15. 8

y:
-
-

i Rk

45,3

Medium

38. 7

Low

(1371)
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.4 Gharacteristics of Employment

Typically, a pereon work: at nne full time job for 35 to 40 hours a week,

For many this is suificient to meet their economic as well as work-
related psychological needs. The extent to which peopie exceed this
standard raises Questicns as to what motivates them to pursue additional
work, To a large extent their motivations muy reflect an inability to
fulfill their economic and psycholcgical needs from ons full time act-
ivity. 4&s a source of activity and economic benefits, the National
Guard and Reserves could provide one meane to fully satisfy these
needs.

The issue is not only the question of time availability to participate
in activities such as the National Guard and Reserves, but whether the
Reserve Components as an activity offers what individuals are seeking.

With this in mird, employed respondents were asked a series of
fquestions with respect to the number of jobs held, hours worked in an
average week and average weekly compensation from all jobs. Table ., é
profiles these key amployment characteristics. Respondents vvho reported
holding more than one job were asked their rcascns for multipte employ-

ment, Their reasons are prasented in Table \. 7.

The data shown in these two tables can be summarised as follows:

1. NP8 civilians reported, on the average, working a
normxl 35-40 hour week, although 12% reparted
wotrking 50 or more hours.

2. On the average, ‘hese men repcrted eaining modest
incomes ($139 per wuek or approximately $7, 200 per
year)., Only 3. 7% said they are earning in excess of
$15, 000 per year, a rclatively high income.

3. Ninetecn percent of the working respond-ais said that
tivey hoid more than one job, Thelr mr:lvations were
primarily cconomic and futurc-oriented in thelr per-
sprctive: save for the future, earn tuition for school
ad ecarn exira money to buy something special.
Psychological reasons such as associating with others
and fiiling one's time also were mentioned fraquently,
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- KEY CHAl}ACTEBIST;CS OF EMPLOYMENT
TOTAL
- i
Average number of hours worked
per weck on all jobs 36. 7 hours
Percent who work more than
50 hours per week 12.1%
f
Average income per week from .
all jobs $139. 00
-
Percent who earn $300
or more per weck 8.7%
-
Percent holdiag more than one job 19. 1%
~ BASE (824)
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~ TABLE 1.7
- MAJOR REASONS FOR HOLDING
MORE THAN ONE JOB
=  TOTAL
»
Save for the future 37.3
- Earn tuition for school 36.8
Earn extra money to buy
- something special 2. 4
Meet regular household expenses 26,6
-
Pay off debts 25,1
3 - Keep busy 24.1
Be with other peopir 18. 5
P
BASE (166)
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In summary, the modest economics of the amployment of NPS respondents
would suggest that they may have & seriocus need for additional income of some
sort. The fact that ons-in-five work more thar one job, primarily for economic
reasons, tends to underscore this pouibmt'y". Moreover, from the standpoint of
time availability, the employmaent of these men does not appear to be overly
demanding,

All in all, there appears to be considerable correspondence between the
employment characteristics of the targat market group surveyed in this study
and the time demand and benefits associated with participation in the Reserve
Compor. cnts,
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1.5

Perceived Difficulty of Obtaining Employment
Labor market factors can be expected to have an effect on Reserve

Component enlistments as they do for the active duty sexvices, People's
impressions of the job market may have a greater role in career choice
than the actual labor aitustions. For this reason respondents were asked
thei ¢ perceptions of the job market in their respective aresas, both how
difficutt they felt it was to (1) get a full time job and (2) get A part time job,

Table 1. 8 summarizses respondents' perceptiona of the market for
full time joba. Natlionwide, 37.9% of the sample felt that for a person
their age getting a full time job in thelr area was very difficult or atmost
impoasible. One-half (50. 2%) of the sample felt that it was somewhat
difficult and the balance felt that it was not difficult at all, Respondents
living in large urban areas (i. e., Boston, Chicago and San Francisco)
were more passimistic than others about finding full time employment in
their areas.

Table 1,9 summarizes respondents' perceptions of the market for
part time jobs. Nationwide, only 23, 1% of the sample felt that it was
almost impossible or very difficult for someone their age to find part
time employment, Almost onc-hatf (47, 9%) felt that it was somewhat ‘
difficult, Young men living in large urhan areas were no different from
their counterparts in amall urban arecar with reapect to their perceptions
of finding part time employment. All in all, young men appear to he
somecwhat more peasimistic about finding full time employment than they

are with respect to finding part time employment.
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' TABLE 1.8
E. PERCEIVED DIFFICULTY OF OBTAINING Lo
- FULL TIME JOB IN AREA b
r GEOGRAPHIC LOCATION :1
i} - TOTAL  Large Urbsn  Small Urban ?
i * k) kN
5 . Almost impossible/very .
L difficult 3.9 40.6 33.9 3
1 5 q
_ b
r Somewhat difficult 50,2 48.3 53.0 : 1
: £ 4
Not difficult at all 11.9 11.1 13.1 {4
3 - 4
3 B
3 BASE (1371) (824) (548) ;
. b
s - W i 7
- Large urban and small urban differ significantly 3
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TABLE 1.9

PERCEIVED DIFFICULTY OF OBTAINING

PART TIME JOB IN AREA

Almost impossible/very
difficutt

Somewhat difficult

Not difficult at all

BASE

Ditfferences betwecn respondents living in large urban versus small urban
areas are not atatistically significant, and therefore, are not shown.

TOTAL

J»

23.1
4%.9

29.0

(1371)
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SECTION 1T

Propensity to Serve in the Reserve Componsate

Definition of Propensity
A principal measure in this study is enlistment propensity (i. e., the

stated tikelihood of serving in the Reserve Components). Reapondents
weres baked to indicate their tikelihood of acrving in the Army National
Guard, Air National Guard, Army Reserve, Air Force Reserve, Naval
Reserve, Marine Corps Reserve and Coast Guard Reserve, as wel! an

the active duty military. Respondents were asked to indicate how likaoly

it was that they would serve in each of the specific services. The following

scale was used:

Definitely Positive Propensity Group
Probably

Probably not [, \  sative Propensity Group
Definitely o

Those who answered "definitely' or '"probably'’ with respect to one or
more of the seven Reserve Components have been classified as positive
propensity. Others are classified as negative propenaity,

Psychologists have found that the best predictor of an individual's
future behavior is often & statement abeut what he expects to do in &
situation. The maasure of propensity is a measure of this type. No
attitudinal statement should be interpreted as being a definitive predictor
of human behavior, however, since there are many factors that can inter-
vene between an expression of an attitude and the actual behavior. Neverthe-
less, propensity is the best measure of this type available to us. While
its specific relationship to enlistment is not certain, it appeare to be highly
correlated with future entistment. Propensity data obtained in the preseat

RPN P S R S

b

. A, un—————-

R—

——— s i

o T = = e e e

E Eecndiion

Lt et

i i i’ oo kT

]

b i, ik 8, L

el o b

il i b

3
,
)
K|
k|
:




T
o i g

Ll il iy

i

..,

Ty

A

vy

OX o8 SR

study were compared to knowa accessions for specific age and recial groups
snd found %o correlate by a factor of . 77.* A perfect correlation is 1.0.

The purpose of this section is to provide an analysis of propensity. First
the measurement itaelf is examined. Then thoss factors are {dentified which may
discriminate between positive and negative propensity groups.

*This relationship is based on three slements of data:
(1) 1970 Cenisus figures for white and non-white males, ages 17 to 26;
{2) actual accessions for these demographic groups for the period
December 1976 through June 1977, provided by MARDAC; and (3) propensity
data collected in the present study,
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2.2 Probability of Serving in the Reserve Components ]
- = Propensily consists of young mau's ratings of their probability of ! _
entering any of the seven Reserve Components. Table 2. | presents ’ 3
= three positive propensity measurcesy ;
| N =
£ »The proportion uof young men who express a .
:, positive likelihood of serving in any one or il
g- - morc of the seven Reserve Components,
P
t - The proportion of young men who cxpress a
; - positive likelihood of serving in one or more :
F-F of the five hranches of the Reserves, ’;
SR ] '
: -The proportion of young men who express a ;
)

- poaitive likelihood of serving in one or both
of the two hranches of the National Guard,

Table 2.1 can be summarized as {ollows:

- —— - . -
100t sl e . i [ e

: "'definitely" or '"probably would' serve in any one or more
of the Rescrve Lotponents,

: Approximately one-in-six (17.9%) respondents said that they

1L il

e -

> Approxinutely one-in seven (14, 5%) younp men rated themaelves
as porsible entrants into the Army Reserve, Air Force Reserve, i
Naval Rescerve, Marine Corps Rescerve and/ar Coast Guard Reserve. :

”

o o

) 3. Onc-in-twelve (8. 2%) respondents expresscd positive propensity e
{ - to serve in the Army National Guard and/or Air National Guard. ~ : :
' Table 2. 2 shows the proportion of respondents who indicated S P
- positive prapensity for each of the Reserve Components. The overall ) ’ H

rank order of the Reserve Component services based on expressed i
- propensity levels also is shown in Table 2.2 In terms of propensity {

tO serve, NO e serviee is domiinant,

.
4
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TABLE 2.1
POSITIVE PROPENSITY
- TO SERVE IN
RESERVE COMPONENTS
TOTAL
Reserve Components (net) 17.9
- Reserves (only) 14. 5
Nations! Guard (enly) 82
- ;
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TABLE 2.2 n
- :

£ POSITIVE PROPENSITY é

: - TO SERVE IN

" &

: SPECIFIC RESERVE COMPONENTS ;
4 |

P DL T VTN RTINS S

TOTAL
& %. :
E

= - Army Nationa! Guard 5.5

E: ' Air Force Reserve 5.5

g % - Army Reserve 5.3

o Naval Reserve 4.8
%‘ - - Coast Guard Reserve 4. 6
f&

Afr National Guard 4,

. o R o TN poarin o T
o g i, TS X e IR BT AR
i . e

- Marine Corps Reserve 307 j
E
- BASE (1371) 1
4
B 5
]
4 1
. - R
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Enlistment Necision Process

The enlistment decision process may be a multi-step proccas, The
individual may first decide to serve in the militapy and then choose
among the diffcrent services.

As Table 2, 3 shows, a large number of men who have positive
propensity for each of the Reserve Cornponents are also positive towards
one or more othetr services, On the average, positive propensity young
men showed a positive disposition toward two to three servicus.

The six Rescrve Components appear to draw upon the same or
similar poo! of young men. This seems to be especially true with
rospect to certain combinations of services, For instance, over one-
half of the young men with positive propensity for the Army National
Guard also have poaitive propensity for the Army Reserve, Just the
opposite {8 true for those with positive propensity for the Army Reserve.
A similar relationship exists between the Air Force Reserve and Air
National Guard., These inter-relationships seem reasonable in view of
the missions of the respective services, The Marine Corps Reserve
has inter-relationships with both the Army Reserve and Naval Reserve,
These also seem reasconable because of similarities in missions with
both the Army and the Navy.

The enlistment decision process also may involve the choice between
active duty and reserve duty. As Table 2,4 shows, approximately one-
half of the young men who expressed positive propensity for the Reserve
Components also rated themselves as being likely to serve in the active

duty military.
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S - TABLE 2.3 ] f
i [ f}
by
o - THE EXTENT TO WHICH PROSPECTS SHOW g
i . POSITIVE PROPENSITY FOR MORE THAN ONE 3
;’] : RESERVE COMPONENT k
-
Individuals with positive propeasity for these components: ;
- Army Air Air Marine Y
National Force Army Naval National Corpe |
Also Show Fositive Propensity Guard Resurve Reserve Reserve UGuard Reserve ;
- For These Components % % % % %, % :
Army National Guard 100, 0 30,9 (55.2) 33.8 31 36,5 L
Air Force Reserve 3.6 100. 0 3.5 36,6 (51.2) 33.8
- Army Reserve (53.8) 30.0 100. 0 38.0  30.6
Naval Reserve 29,6 31.3 3.0 1000 327 (A7)
Alr Nstional Guard 30, 5* < ‘40, 4, ) 25. 4 30.2 100, 0 23,13 E
- Marine Corps Reserve 21,7 19, 7 25.5 TOR S & A 100, 0 }
Average Number of Services 2.67 2,52 2,72 2,69 2,69 2, 80 i
BASE (74) (76) (73) (65)  (60) (44) 3
= *Example: This saye that 30, 5% of the respondents who have positive propensity
for the Army National Guard also have positive propensity for the Air National Guard.
= Circled entries indicate relatively high overtap.




:
-
- 38
v
; TABLE 2.4
-
THE EXTENT TO WHICH} RESERVE COMPONENT
- PROSPECTS SHOW POSITIVE PROPENSITY FOR
ACTIVE DUTY SERVICE
-
‘v - ’.
Individuals with positive propensity for these %
- components: . i
,F : National Guard Reserves 3
- % R
: , Also show positive propensity
g - : - for active duty service 51.0 48,1 ;
- . k/
: L
» - BASE (112) (199) 3
f 5
. - ;
:
- ]
- Data for the individual components are not shown since there are no statistically ‘
sigaificant differences among the six Reserve Components on this measure. &
: o
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2.4 Officer Versuu Enlisted Entry Expectations g
Respondents who expreossed positive propensity for serving in the 4
- A
Reserve Components were asked their expertations with respect to 2
R entering the servive as enlisted men or as officers, ‘Table 2,5 shows 2
’ ]
that two -thirds (68, 5%) of these individusls expect to enter the service h
3
as enlisted men. This is virtually identical to the 68, 9% figure reported 3
- .
K in the Youth Attitude Trackiny Study (Spring, 1977) as the proportion of -
young men who expect to enter active duty service as ealivted men, 3
i E
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TABLE 2.5

" EXFECTATICN OF ENTERING
RESERVE COMPONENTS AS
"AN ENLISTED MAN DR OFFICGER

TOTAL

Enlisted man 8. 8

Officer n.5

WASE (245)
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- 2.5 Demographic Profiles I
- Demographic composites for the positive and negative propensity i
groups for the National Guard and those for the Reserves are presented t
in Tables 2.6 and 2.7, respectively. Statistically significant (as assessed
by +test) differences between the groups are footnoted.

The positive and negative propensity groups for the National Guard
differ as follows:

1. Blacks comprise nearly four times the proportion of
- the positive propensity group as of the negative propensity
group.

- 2. A lower proportion of positive propensity individuals
are employed in white collar occupations. At the
same time, a considerably larger proportion of pos-

- itive propensity individuals are not presently employed.

.._,_..._/...._._
oA

3. While the two groups do not differ with reapect to the pro-

- portion of students, they do differ with resapect to level of
schooling. High school students make up a higher proportion
of the positive group than of the negative group. At the

i same time, positive propensity individuals are less likely ]
to have had a college preparatory curriculum in high school.

R e e
~

- 4. The positive propensity individual is less likely than his
negative propensity counterpart to be from a large urban
area.

e tran o e dad el

5. The two groups, however, do not differ with reapect to

average weckly earnings. This is important in view of

- the fact that economic incentives are likely to have the
greatest impact on enhancing accessions (see Section V).

!
|
|
!
!
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TABLE 2.6

ANALYSIS OF PROFENSITY TO SERVE
IN THE NATIONAL GUARD
GROUP PROFILES ON DEMOGRAPHIC VARIABLES

Positive Negative
Propensity Propensity

Average age 19. 7 vears 20. 6 years
Blacks 36.3% * 9.6%
Other non- white 1.9% 2.3%
White collar 1n.6% " 19.9%
Blue collar 32.2% 41, 4%
Not -~ kln‘ 57. 27. ' 3s. 7*
Avcrage earnings $143, 00 $139, 00
High demand on time 13. 0%, 16. 2%
Students 54, 9% 53. 2%

In high school 20, %% . 11.5%

In vecaiionat/trade school 2. 7% 5. 6%

In college 29, 5% 35, 6%
High school graduate not in school 25. 0% 30, 0%
College preparatory curriculum in a

high school 34. 6% 59, 5%
Vacz*: - ral cur lum in high

s chool A2, 4% 21.2%
Married 4, 7% 8.6%
Resident of large urban area 43,8% 2 61, 5%

BASE (112) (1260)

................................

.Poulﬂve and negative propensity proups differ significantly

sumvsattiiles dgubta e e
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The positive and negative propensity groups for the Reszrves differ

in these ways:

1. Blacks comprise three times the proportion of the
positive group as of the negative group.

2. Compared to his negative proper.aity counterpart, the
positive propeneity individual is less likely to be employed
1., a white collar occupation, and considerably more likely

to be unemployed.

3. Although they do not differ with respect to overall proportion
of students, they differ in terms of level. As in the case of

43

the National Guard, this explains why they do not differ signi-
ficantly with respect to students in general. Fositive propensity
individuals are more likely to be in high school, and, correspond-
ingly, less likely to be in college. Positive propensity individuals,
also are less likely to have had a college preparatory curriculum

in high school. Rather, they are more likely to have had a
vocational curriculum. This is a significant difference not
observed with respect to the National Guard.

4. As in the case of the National Guard, the two groups do not
differ with respect to averiage weekly carnings.
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‘TADLE 2.7
ANALYSIS OF PROPENSITY TO SERVE
IN THE RESERVES
GROUP PROFILES ON DEMOGRAPHIC VARIABLES

Positive Negative

Propensity Propensity
Avervrage age 19,0 years 20.9 years
Blacks 21.1% " 9. 1%
Other non-white 2. 7% 2.1%
White collar 7.0% 21. 4%
Blue collar 42. 1% a 40. 3%
Not working 50.3% 38. 3%
Avorage earnings $428. 00 $140, 00
High demand on time 1.1 % 16.3%
Students 59. 9% a 52. 3%

In high school 27. % 9. 7%

In vocational school %1% a 4. 8%

In college 22.1% 7. 1%
High school graduate not in school 24.1% 30, 5%
College preparatory curriculum a

in high school 34.9% 61.3%
Vocational curricutlum in a

high school 40, 0% 25.6%
Married 8. 3% 8. 3%
Resident of large urhan area 5§3.3% 61, 3%

BASE (199) (1172)
2pouitve and negative propensity groups differ significantly
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-
- SECTION It
Perceptions of Twelve Reserve Component Attributes
The ultunate success of the Reserve Component., in attracting new persennel is
- contingent, in part, on what individuals percrive to be current levels of various
éi characteristics of the '"product' offered by the Reserve Components as well as the
) - value or importance these people attach to those characteristics. The issues of
- values attached to product characteristics is discussed in Section V. In this section,
F; - perceptions are examined.
% ' The perceptual data have important implications for recruiting steategies. (If
‘ - recruiting strategies can be conceptualized as having two primary functions - - product
| ) delivery and product communication - - then the question can be poscd as to which
' - function should be emphasised. The perceptua!l data gathered in this study
offer guidance. Favorable misperceptions would suggest tha' there is less need
- to emphasize product communications, but a need to improve the product. On the 1
other hand, misperceptions in an unfavorable direction would suggest that there is
- an opportunity for improved product communications, For example, individuals may :
3 believe that the Reserve Components currently offer educational agaistance benefits
4 - when in fact none are offered. This is a misperception in a favorable direction.
1 The implication for recruiting strategies would be that emphasin should be placed on the
- more difficull task of modifying the product rather than on preduct commmunication, '
b It should be kept in mind that we are talking about "dggree of emphasis” not doing one E ‘
E" -~ activity in lieu of the other. This is the framework in which the perceptual data are
analyzed, !
3.1 Procedures for Collecting Perceptual Data
-~ Respondents were shown 12 attributes that described various Rescrve
Component characteristica, benefits and incentives. These attributes and their
- levels were discusaed in the Intruduction of this report. For cach attribute,
reapondents were asked to indicate from a list of two to four levels what they be-
- ticved 1o be the current level. Thiv scries of Questions was asked just prior to
the trade-off portion of the interview where respondents indicated their preirrence
~ tor various combiuations of theae attributes,
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Currem Porcaplions of the Reserve Componcnts
Table 3. ! suminarizes the perceptiors of the to1al sample of NPS re
spondents . To facilitate the interpretation of this table, the correct level

of each attribute and corresponding percentage have heen hoxed.

et il e

in gencral, respondents indicated a high level of incorrcect perceptions ]

st

with respect ‘o the Reserve Components. These misperceptions, mareover,
are in a direction which suggests that product modification rather than just

more effective communications will be required.

The following conclusions can be drawn from Table 3. 1;

1. Overall, retirenwent benefits has the highest level of correct ]
perception, followed by tax on military pay and when unit :
meetings are held. ‘

2. [Educational assistance benefits has the lowest level of correct '
perception. Only one-in-nine respondents realined that the
Reserve Components do not offer any educational assistance .
at present.  Starting pay and what is_done at unit_meetings !
followed in terms of rank-ordered level of misperception.

. a—
.

3. For the most part, the level of misparception associated with
the 12 attributes is comparable across positive and negative
propensity groupa for both the National Guard and Reserves.

For Lhis reason the perception data for these subgroups

are not summarized in a table in this report. These data are
presented, however, in the tabulations that accompany this
rcport, With respect to these data, some differences among the
propensity groups do appear. The two National Guard propensity
uroups differ on three attributes. The positive propensity group
is lcas likely than the negative group to correctly perceive these
attributes: calistment bonus, tax on pay, and when unit nwetings N
are held, With respect to the two Reserve propensity aroups, the
pasitive propensity group is less likely than the negative groap to
correctly perceive these four attributes: _._ﬂ'i.‘lﬂl'ﬂ‘l.;'!\_l!. :
educational assistance. tax an pay, and hair regulations. -

il s o, il

Q@ - e mme-
T U |

L,
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4. Relative to rach other, the positive propunaity groups for both
the National Guard and Reserves exhibit no differences with
respect to their perceptions of the Reserve Components,

5. The fact that the majority of respondents perceive each of these H
attributes to he characterised by higher than actual levels suggests !
that the Reserve Components need to concemtrate their recruiting ;
strategy development efforts primarity on product improvement rather i
than communications,
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;! TABLE 3.1 1
» PERCEPTIONS OF RESERVE COMPONENTS j
4 - ON TWELVE ATTRIBUTES 3
; ~ Said This Attribwte Level Rest b
3 D=3 ribes_The Reserve Component TOTAL .
4 .3 oG
P -
: Retirement: i
E]
3 . Retirement after 20 years of service and ]
: receive about $235/month plus benelita ;
at age 60 mj
-— Retire after 30 years of service and receive
Ll about $235/month plus bencfits at age 50 33,0
Receive no retirement pay or benefits 8.2 ;
> ]
; Jax on pay; 0
f Military pay is tax free ;
- r_:_illiury pay is not tax free | 58,2 I ,
|
5 _ When unit meetinge are held: ,' 1
é 1 session/month taking 2 days in L C
3 one weekend i _ L 46.3 . ]
£ - 2 acssionn/month taking 2 different P
1 Saturdays 35.6 Lo
; 3 sessions/month taking 1 Saturday P
3 - and 2 weekend cvenings 18.1 S i
: "t
Hair regulations: -
- No_regulations on hair tength 17.0 - t |
Your hair must look short for meetings; . L
short haired wigs o. h. [:40. 3 I - 2 _
} Your hair must be short, No wigs permitted 42.7 B
________________________ .
p - Boxed entries indicate current level of earh attribute. !
i Data arc shown for the total NP'S sample only, since there are few statistically
9 ! = significant differences among propensity groups for cither the National Guard or
Reserves,
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TAB 3. 1 {coat'd

Said This Attri‘mte Level Best

Uescrided The Reserve Comnponents TUTAL
2
Ealistment Bonue:
$3,000 8.7
$1, 000 23. v

[Rexe]

Leagth of Enlistment:

]
4 yoars o6, {

& re
8 yeoars 3.3
FX/BX/Commisss vileges:
Available all the timme for self and famil 2. ¢
| Awvailable when on duty for self and hmﬂ;l 3
Avallable when on duty for self only 17.2

Houres of meetings sach menth:

12

7Y 28, 1
20 9.3
29 22. %

Dats are showa for the tutal NS sample only, since there are Jow statisticolly sigmifs-
- ant dilte rencen amoRe propensity groups for either the National Gaard or Rescrves,

cop a1 8e 0

 m—— .

o - —— . -

- . g e g—

il

o

R st il v 2sai i . L o il il e s el o 1

i | e

L sl

e 1+ it s 4

sl

i
i
i
i




o g - - e o e r T LTI S RO Y P P IR TN R Ty T e

S A e e a——— W —

' :
: a
1 :
. - |
: 41 l .
. - ~
- |
b - TARLE 3, 1 (cont'd) .
& L
b - Sald This Attribute Level Reast {
4 Describes The Reserve Components TOTAL i
: An shmponents 35..‘, 3 ‘
. Annual training: f
Durlng vacation you get military plus P
- clvitian pay ‘ 29,3 i ]
: Not during vacation; you pget mititary
t "
‘ plus civillan pay 210 ,
- Not during vacation. Employer makes b
; up pay diffevence . 16,5 .
Not during vacation.  You gat only ] —— [
: - _AtArY PAY e e e e Caes ] Py
starting Pay: P
$1,293 per yoar ($4. 24/hour) 26,6 .
1,043 por year ($3. 40/bour 46, % T
~ [$ 862 per your ($2. 84/hour (g5 ] b
$ 690 per year ($2. 28/hour) 1.7 Y
] i
] - What (s done at unit meatingm ; 4
' S0% milltary training; 30% comununity service 44, ' 3
2 5% wmilitary traloing; 25% community service AN b
; - [[L00% military trainiog | N ]
: R
Educational Ansiatance: LR
100% coverage of oducational coats up L
to $1, 000 per yoir for 4 years 4.6 !
- L0V coverape of educational costn up ' :
to $500 por year for 4 years 20,6 i
S0, coverage of cducational conta up (o b
- ,_.p_‘mm per year for 4 years 2l b
i None r?l 4 g
| L ] 14 ] :
. Box enivies indicate carvent tovel of each attribute, i
' - Pt are ahown tor the tatal NS rample only, sinee theve are fow statistically '
' Apnificant difterences among propeusity grouss for either the Mational Guard or :
Renvrven, t f
S
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SECTION VvV
-
Trade-off Analysis of Reacrve Component Attributes
- ;
» In thia section a mathematical & d psychological model of Reserve Components
F‘ - accessions is discussced. This model is based on trade-off methodology which is ﬁz,
discussed in detail in Appendix [V of this report. g
4.1 Some Backpround Qa Trade-off Analysis ! ﬁi’
By knowing the importance (utility) respondents attach to each of the 12 ) }a
- attributes and their stated likelihood of joining the Reserve Components, it ! i_;
* is possible to estimate the number of accessions that are likely to result from ; ,
' - modifying the Reserve Components in terms of the 12 characteristics, ' :
This analysis is done on a person-by-person basis., Each individual's value ! %
: - for each leve! of cach attribute and his reported likelihood of joining the : ,
F] : ’ Reserve Components (i. e., determined by his responses to a series of i
E - hypothetical profiles) is reflected in this analysis. The basic result 'l
in this analysis is "number of estimated accessions, " '
- " The procedure for collecting trade-off data was as follows, Respondents " i. ;

were presented with a series of pairwise conparisons of attributes. A .
typicai pairwise question was presented in a format like the followiny, “

Which would you prefer . .,

e e e s o £ o e S r -
A 4 year enlistment term OR A 6 year enlistment term
and a $1, 000 bonny and a $3, 000 bonus ;

2N » .
- —— ————————— -
i S L Ll

-
iy observing preferences for various combinations of attributes and attribute
levels in this manner, we were able to determine the degree of importance Lo
- B
cach respondent attached to cach level of cach attribute, b
Hhaving thos determined s otteilnde preferences, measures of reported
- tiketiliomt (propgensaty) of entisting were obtoloed as (ollows. The cespon.
dent was shown o serics of hypothetical profiles of the Renerve Components

and asked how likely he would be to eniist if the Reacrve Components were ag

>
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described in the profilea, Specifically, the profiles described hypothetical

modifications of the National Guard and Reserves in terms of the 12 autribates.

For eight of the attributes cuprent leveis wora shown, For the other four

attributes, various modified leveis were shown, ‘The combinatienof attributes

shown at their actual levels andthose shownat moedified levels was varied across

the sample of respondents. 'This enabled ¥ to prexent euch raspordent
with profiles of the Reserve Componeats that varied in their degrec of
attractiveness. Each respondent then was asked to rate his likellhond of join-
Ing the keaervr Components under saveral of these sets of conditlnﬁs.
Trade-Off Analysis user a series of computar simulations, Each
simulation can be conceptualized as involving the Reserve Components
described in terrus of the actual levels of each of the 12 attributes (""Current
Product') or the Réurve Components described in terms of the actukl
levels of some of the aitributes und modified lovels of other attributes
("Modified Product'), The first simulation is referred to as the 'base case',
This simulation providos a baseline of the estimated number of accenvions
that are likely to result from the "Curreni Product',  This c-tﬁmm is baicd
on mathematicatly combining each respondent's valua fer the actusl love
of each attribute and his stated likelihoad of enlisting with that of all olher
reapondents, A more detailed explanation of thin procedure is oftured {n

Appendix [V,

The succeoding sitnutatiuns take one product and modify i* in termis of
onhe attribute, holding atll others at their actual iavels, Thene simulations
derive the estirated number of accessions that are likoly to result from
each attribute if it were modified to more attractive levels, Dividing the
number of estimated accensions resulting from the '"Modified Product' by
the number of estimated sccession resulting from the "Current Product
results in the peicent chunge in estimated accesnions, This per: entage can
be uaed to indlcate the "power' of the attribute relatlve to other attributes,

The data from the base case have heen crlibrated 5o that the acceasiona
shown are cqual to total accessions during the seven mouth period from

December 1976 through June 19077,
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The number of estimated accesaions that {s derived from this procecure
should be interpre:srd only as being an indicatidn of tiie number of accessiona
that would be likely ¢0 occur in a corresponding period if all respondents bo-

haved according to their staied likelihyod of enlisting. As such, the accassion
numbets should not be interpreted as absolute projections of enllvtments, -
The mode! does provide, however, a sound indication of the ralative powe~
of cuch attribute in terms of its lmpact on accessions,

The actual level of estimated expected eccesanions depends impurtantly
on the tiketihoods that respondents give for joining the Reserve Components,
In the introduction to this report we discussed the fact that no measure
of any kind can be a completely accurate predictor ot actual hehavior.
Hence, we cannot be as certain about the absolute leveis of accessions

as we are about relative levels.

Sensitivity Analysis of Attributes
With the above as background, the first step in Trada-Off Analysias s

to determine the relative importance of each attribute. This s accomplisting
hy determining the change in estimated number of accessicra that results '
from modifying the actual level of the atiribute t» a rnore favorabls leve:,
hulding alt other attributes constant,

’ Table 4,1 shows results of a sensitivity znalycis of the artributes,
The attributes are listed in descending order of their retative importance,

Two attributes--when unit meetiags are held and retiremant--are currently

at their most favorable levels. Hence, they offer no revruiting strategy

opportunitics and, therefore, are shown at the end of the tabie. The numbers
in the right-hand columns represent estimated number of 'uwn-mn‘mth access-
ions and vercent changes In estimated numbder of accessvions from the base
(current)case. Because these estimates are hased on measurcs of stated
likelihood of enlisting and actual seven-month accessions duta, these numhers
have been labeled av belng indices of potenilai fur increass in

accensions, obtaicable ouly {f potential recruits acted sccording to their
stated likelihoad of joining the Rasvrve Components,
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The following conciusions can be drawn from Table 4. 1:

|

2.

3.

4.

Large ¢conomic benefits appear to offer the greatent
aitraction for joining the Reserve Caraponents. On an
individual basic, edurational assistance ampunting to
100% coverage; $1, 000 for each of 4 years and a

$3, 000 enilvtment bonue are likely to have the largeast
‘mpact on accessivuns,

Starting pay of $4.24 por hour (a 59% increase over the
current level) is likely to significantly erhance accessions,
{ts power as an attribute, however, in considerally less
than r.ducational assistance,

i
Other financisl ur quasi-financial attributes are among
tie less powmrful or inportant sttributes, PX/BX/
Coramiusary privi 2ges, militarv pay teing tax free,
and wunnual training vacatinn srrangemaents could all
al{ect the real inccme of reservists, at terst to some
degree, but thelr icapact on accesiions is relatively
small,

Factoxs related to the impact of Reserve Jomponent membership
oa lifestyiv (i. 0., frequency of meadings, length of

meetings er monti. hair regulations) also have

relatively isttle impact on acceseione,
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Attribute

Cuarrent ’roduct

...................................................................................

a.

3.

4.

Educational
Agsist . nce

Ealistment Bonus

Starting Pay

Initial Term of Service

Federal Income Tax
Deduction

Annual Training

TABLE 4.1

SENSITIVITY ANALYSIS

Level
Actual levels of the
12 attributos

100% coverage:
$1,000 for each of 4 years

100% coverage;
$500 for each of 4 years

50% coverage;
$500 for each of 4 years

$3,000
$1, 000
$300

$4.24 per hour
$3. 40 per hour
$2. 28 per hour*

4 years
8 years*

Military pay is tax
free

Suinmer camp taken during

vacation, Receive military

and civilian pay

S.unmer camp taken not
during vacation. Receive
military and civilian pay

Summer camp taken not
during vacation. Receive
only civilian pay

------------------------------

¢ lower than curreat level
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Potential For

. Increase in Accessions

7 - Month

Estimated § % Change
27, 000 -
48, 000 +78
41, 000 +52
36, 000 +33
43, 000 459
37, 000 +37
31, 000 +15
41, 000 +52
34, 000 +26
23, 000 -15
35, 000 +30
20, 000 -26
35, 000 +30
33, 000 +22
31, 000 +15
28, 000 + 4
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Attribute

7. PX/BX Commissary
Privileges

8. What is Done at Unit
Meetings

9. Hair Regulations

10. Hours of Meetings

Each Month

11. When Unit
Meetings are held

12. Retirem=nt

--------------------------

¢ Lower than current level

TABLE 4.1 (cont'd)

Level

Available all of the time
for entire family

50% military training/ 50%

community service

75% military training/ 25%
community service

None
Must be short *

12 hours

2 sessions/ month taking
2 different Saturdays *

3 sessions/ month taking
1 Saturday and 2 weekday
eveninge*

Retire after 30 years of
service and receive about
$235/ month plus benelits
at age 50 *

Receive 10 retirement
pay oFf benefits *

55

Potential For

Increase in Accessions

7-Month

Estimated % Change
32,000 +18
31, 000 +15
30, 000 411
29, 000 +7
24,000 -1
28,000 +4
26, 000 - 4
25, 000 -8
26, 00V -4
18, 000 -33
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i - As shown ir. Table 4,1, four atiributes--educationatl assistance, enlist 3
3 ment bonus, starting pay, and initial term of service- -appear te have the ‘%
N - largest impact on accessions. Modifying one or more of these four attributes ;
is likely to be the most effective course of action. Hence, the remainder of % h
= this section focuses on these four sttributes. % :
k-
. Table 4. 2 shows the estimated impact of these attributes on accessions S
r« . of certain key dernographic groups. b
i N kY
Ly The following conclusions can be drawn: j
E i ' - l. Within each demographic group, the relative impact on }
E \ accessions of each level of each attribute tends to parallel '
4 - the corrcsponding impact on the total NPS sample.
3
E‘ ¢ 2. Within each attribute, there appears to be littie discrimination ;
; - among demographic groups in terms of absolute impact on . J
: accessions. There are two exceptions. Enlistment bonuses ! x
: of $1,000 and $3, 000 appecar to have an appreciably larger L
- impact on the accessions of individuals whose highest edu- )
cation is high school. i
| i
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_ TABLE 4.2 {
; POTENTIAL FOR INCREASE IN ACCESSIONS:
3 - SELECTED ATTRIBUTES .
BY KEY DEMOGRAPHIC GROUPS ©og
by P
L - tes - -
5* - Educational Assistancg Eonlistment Bonus Starting Pay Ter. }
f Currea¥100%  100% 50% $4.20, S0/ " T ;3
Froduct | {31,000) ($599) ($500j [$3,000 $1, 000 ¢ 00 = hour hour vEArS {4
£ - o pesss
TOTAL :
L, SAMPLE 27,00 +78% 452% +33% ﬁg&m_ +37%  +1%% | t92% +66% +30%
B - 5
3 Race
L White 19,000 |+81% +56% +35% [+61% +37%  415% | 453%  +20% | +34% y
Y = Non-White 8,000 [+76%  +54%  +36% [4#65%  +45%  +21% | +54%  427% | +27% |
g Highaest i %
, - Educ .
- Beyond High ro
3 School 17,000 [481%  ¢57%  +36% [460%  43TR  +415% | +54%  +26% | +32% .
3 ~ High School P
- Grad, 4,000 [481%  +57%  +37% Eﬁij s24% | 456%  +28% | +n1% i3
: High School -
-~ Dropout 6,000 [474% +52% 4330 459 $ITR 418% | +50% +24% +32% Dy
g
QOgcupation % %
= White Collar 4,000 1480%  454% 33% (462%  +37%  +1S% | +53%  +25% | +30% Loy
" Blue Coller 11,000 [479%  456% +35% [+50%  +38% +16% | +55%  +27% | 434% b
* Non-Working 3,000 [4+R83% +57%  $38%  [+62% 0 +40% 417N | +53% +26% +31% b
~ Stadent 9,000 [478%  455% +35% [+60%  +43%  +19% | +52%  +25% | +31% ",
b
Location - 1
=~ Large Urcan 16,000 8% 55%  34% | 58% 4% 6% | S0% 24% 3% -
Small Urban 11, 000 1% 5T% 37% | G1% 44%  19% | 58% 29% 33% | S
- Ty

+
|

.......................... .

* Dats are shown as percent inceases in accessions over current (base) product,
** Data are shewn a8 estimated accessions.

~ Bo.xed entries indicate percent increases in accessions that are 10 or more percentage
piints highe: than other perceat increaces showa for the particular level of the attribute,
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%i - 4.3 Resaltant lmgact of Corbiaing Attributes

E In n attempt to tacrerse accessions, it ia possible that the Reserve

E‘ = Componeats will medify more thaa one attribute. When more than
i .
E’, one aitribute is modified the resulting estimate of accessions is not p
.- - the arithmetic sum of the individual attributes. Trade-Off Analysis i ;

e
i

wnadied us to doormios the impuct 3f 2oy combination of attz{butes
on accessions.
The sensitivity analysis suggested that some attribute combination

- of sducational assistance, ealistment bonus, starting pay, and initial
term of service will have the largest impact on accessions. There are
': many combinations of these four attributes that could be created. For »
purpeses of this report, however, we have cresated 12 hypothetical pro- ;
- ducts. The 12 hypothetical products were created using the following t j
framework: 3
- What {s the fewest nuraber and parhape the least poten- !
tially expensive combinctioa of attributes that will by
- achivve approximately the sama resuits as the single '
most rowerful bensiit (educational mesistance amount- o4
tng to 100% coverage; $1, 0CO for each of four years... ,
- + 8% increase in accessicns) f ':
Eight of the hypothetical products represent me Mfications of itwo |
- attribates. The other {our hynothetical products ars hrsed on modifying " :
three of the four attributee in question. For the most part, these confi- ,
- gurations of job characteristics, benefits, and inceatives represent com- ; i %
binations of attributes at levels lower than their most favorable. ‘f t i
- The Department of Defenaa has been pruvided with tapes of the data { } i
that will enable them & simulate any additions] combination of attributes, | j
- using any other ratinnale thau the one used here. J
Table 4. 3 lists the 12 hypothetical products and shows their
- estimated impact or. accessions of key demographic groups. %
- )
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The followiug conclusions can be drawn from Table 4. 3.

1. ©Of the 12 hypethetical products, Product § 11 --
the combination of educatiensl assistance amuent-
iag to coverage; $300 for each of 4 years plus
sta of $3, 40 per hour (a 20% incresse
over the carrest level) plus an enlistment term of
4 years -- and Product §#! -- educatinnal dssistance

to 100% coverage; $500 for sach of 4 years
plus a %:m ealistment boaus -- are likely to have
the largest impact on accessions in total as well s
for each demographic growp.

2. Resultz comparable o Product § 11 are likely to Ty
be ackieved by cither Preduct #6 or Preduct §4. ]
Product §#6 offers the same educstional seeis- 5
m.nmlll.umoouou%zl 1
of §4. 24 per hous (a S0% iacrease over the current E
lewel) and lweps salistment torm ot its curreat 6- Ty
yeor leval, Predact shows that comparshie

i A i

resuits might be achieved by enchanciag sducatisnal o
assistance ons additicaal level {i.e., 1C0% coverage; '

S00 for each of four in combination with aa b
salistment term of feur ysars, while holding pay at _
its currast level. E

3. Shwuld the Reserve Components decide o not offer .
educational assistance, Produce #8 -- startia] pey ;

24 pav hour plus an calistment term ot four <

yoars -- is lilmly to be the nest most 2iactive pro- v
duct in terms of enhaccing accessions. .y

4. All five products (f1, #4, #6, #8, # 11} are likely to pro- <
duce resuits greater thaa any single attribvste mcd-
ification,

i

cwe Sw e .

S. Highest educatios attained appesre to be the ons
demographic variahlie for which these products
discriminate the most. Products 95, §7, #9 and
#12 appear to be most attructive to thooe whose

highest level of education ie kigh school.

vt oM s i G et e et e o

Once again, thess estimated accessions ghould be interpreted as

enly being as indication of the number of accessions that are Mhely %o
occur, in & comparable scven month pariod, if all respondents bohaved ]

according to their stated likelihocds of ealisting.
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Baned entries indicate percent increases in sccessions that are 10 or mere percentage
= points higher than sther percent 1ncrezoes shown for the particular leve!l of the attribuate.

£
K
f‘ . )
g ,
3 TABLE 4.3 b0 |
_ ..
POTENTIAL FOR INCREASE N ACCESININS :
AS A RESULT OF COMBINING SELECTED ATTRIBUTES i
' - BY KEY DEMODORAPMIC GROUPS ]
1
3 - (3) 4) - (5) (6) i‘
100%$500) | 100%($500)] S0%($500) S0%($500)
: .- . 82,000 |---
3 - Aurinie $3.40/nr. | --- ees $4. 24/hr.
4 222 Syeare ]-:-
E = TOTAL SAMPLE 200% £ 245 ] 00 284% 2% e
) }
; - White Y % % @ MR %% b
Nen-white +00% +72% +79% L +75% +54% .
= Hishest Educoties
Boyend Nigh Sahee! +00% +*N% +0% +05% & +09% . 4
Migh Scheel Gred 970 N 3% +06% +00% o
] ~ Nigh Schosl Drepent +03% +*47% +7% +1% L 14 ) +70%
Qesapeten .
~ White Cellar +00% *H9% 0% +85% +70% +55% i
2lse Callar +7% +70% 0 B5% +70% e -
Nen-Working "% 2% 2% a5 +74% ) T
~ Swudents +90% *7E% +78% +03% +75% 3% o
b
i = Large Urbaa 5% *H% 97 +83% & 0% v
3 Senall Urkan +93% +7¢% +B4% +06% +»0 . ]»
- > ,
_ s
)]
............. reetecemeeceescacesmeesacmnnen b
" eData are chowa 28 percent increases in acceusion over currest (base) product. -
3
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Education:

Beass:
Pay:
Tarm:

Ateridbute:

TOTAL SAMPLE

LY LYY TR L YL E R LR R Y

(]
TABLE 4.3 (comt'd)
Modified Products

T AD ) ~Q0) Q1) (12)

.- SON($500M S50%($500) § S0R{$500) ---

aee $300 $300 --- $300

$4.24/hrd $3.40/hr] --- $3.40/hr|$3. 40/hr.

4 ysars === ] 4yoars | 4 years 14

+82% +76% H1% +89% +74%
+N% +83% +75% +H83% +91% +76%
+49% +70% +78% +78% +83% +72%
+49%% . +82% +76 +8\% +89% +73%

5% [ Eﬁ +89% 92% [93%]
+60% +79% +7% +718% +84% +72%
+68% +H3% +75% +79% +90% +73%
+70% +02% +75% +81% +89% +74%
+70% +H2% +79% +84% +92% +74%
+73% +*H1% *77% +82% +HM% +75%
+#71% +79% +72 +79% +86% +N%
+75% +86% +85% +93% +79%

...................

* Duta are shown as percent increases in accessions over current (base) product.

Boned entries indicate percent increases
points higher than sther percent increases

~setons that are 10 or more percentage
+n for the particular level of the attribute.
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SECTION V

Characteristics of Reserve Component Service

This section serves as an introduction to the study of the re-enlistment intentions
of current guardamen and reservists.

The Department of Defense in conjunction with the individual services provided
the naumes of over 1, 000 guardamen and reservists living in the nine markets in

which this study was conducted. These names were randomly selected and represented

men in grades E-4 to E-7 who were in their initial six-year commitment. From
this list of nar as, 217 interviews were completed.
. Key characteristics of the sample are presented in the following pages. Table
5. 1 shows the proportion of men in each of the six ‘components. Table 6.2 shows the
proportion of men in each grade lavel. Table 5.3 summarises the jobs performed
in the Reserve Comnponents by these men. Each respondent was asked what he did
in the Reserve Components. This information then was grouped into five classifications:
administrator, electronics, mechanics, general combat and general non-combat

(. e., everything in addition to the above tour groups).
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TABLE S.1
RESERVE COMPONENT
TN WHICH SERVING
TOTAL
b3
Army Reserve 45. 6
Army National Guard 4.6
Alr National Guard 7.8
Marine Corps Reserve 5.5
Naval Reserve 4,2
Air Force Reserve 2.3
BASE (217)
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TABLE 5.2
GRADE IN RESERVE COMPONENTS

BASE
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E-4
E-§
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E-7
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TOTAL
%
36,8
21.7
18.0

9.7
7.8
6.0
(217)

SRR

TABLE 5.3
JOB IN RESERVE COMPONINTS

b el

BASE

e

Administrator

General combat
Electronics

Did not provide information

Mechanic
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- SECTION V1 | ‘
s
_ Analysis of Demand on Time: ]
Employment and Educational Involvement ‘ #

- { |
In deciding whether or not to re-enlist in the Reserve Components an individuei ‘

= presumably considers a number of factcrs. One of these factors is the extent of time * .
he has available to paiticipate in the Naticnal Guard or Reserves. As he nears the ! :

- end of hie initial six-year commitment, the guardaman o reservist may no louger "
have as much free time os he did when ks first ¢ntered the sexvice. As he gets Cod
- older, his vocation and his family may demanC more of Lis time. Hence, an ' :
.‘ - analysis of the major acrivities (i.e., employment and educational invelvemunt) E =

that place demands on the guerdsman's ot rcsarvist's time is necessary to under-

standing his re-enliotmeant intentiona,

e

e e
-

6.1 Level of Employment

Table 6.1 rummarises the level of employmeant of the 217 guardemen

and reservists who participated in this study. A the table shows, virtually

all of them reported being employed in fuil time occupstions, For one-in-

SVIRSPRTRATIEAY TR 3

ten men, their service in the Rel‘erve Compunents was their only employment,

§ v e e

‘Table 6. 2 shows that over one-half of guardamen and reservists who
reported being employed hold white collar positions, éopécially professional -
oy technical jobs. Enlistment intenticns of NPS civilians suggest that the -
proportion of white collar and blue collar perscinel may be expected to re- E
verse, in the near future, inthedirection of more blue collar individuals,

The extent to which white collar/blue cnller occupation is 8 discriminating

R
L i —————
PPN )

factor with respect tn re-enlistment intentions is addressed in Section VIl
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TABLE 6.2 } 3
OCCUPATION i i
TOTAL P
T 2
White Collar 57,2 1
Professional /technical 30.9 :
Manager/proprietor 12. 4 !
Siles 6.7 C
Clerical 7.2 ]
P
‘ pr
Blue Collar 42. 8 LI
Craftsman/skilled labor 14. 4 >
Machinery operator s, 2 !
Service worker 1.3 1 b
General laborer 1.9 U
BASE (194) % ]
|
t
a3
.
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P
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Bmployment snd Educational lavolvemaent

Table 6.3 summaerises the degres to which guardsmen and ceservists
are both employed and going to school. Aas the table shows, 28.2% of these
men reported that they are both working and attending school. Only 4.2%
said that they were neither employed nor going to school,
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- TABLE 6.3
- ' LEVEL CF EMPLOYMENT COMBINED :
: WITH EDUCATIONAL INVOLVEMENT 3
- TOTAL
Employed and atteni scheol 282
-
Employed oaly 61.1
- Not employed and attend scheol 65 % ;
Not empleyed and de not ; :
- attend school . 4.2 P
1 E
- BASE (217) ;
}
:
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63 Derived Demand on Time .

As was dens for the sample of NPS civilian males, an indm of demand
on time was crested by ssking each respondest a series of emplovment and
education questions. The derivation of the demand on time index was ex-
plaived in Section I, ‘1able 1. ¢4

Table 6. 4 shows that T0. 5% of the respondents indicated that they have a
relatively high demand placed on their t'me during an average week. This
compares to a figure of 15. 8% for the NPS civilian sainple. The difference is
uphinod by the fact that all military respondents , unlike NPS civilians,
have at least one job -~ the National Guard/Reserves, Like their NPS civ-
ilian counterparts, individuals with & high demand on their time are typically
poople whao hold more than one non-military job er are working full time ptus

going to scheel. As such they are workidg and perinaps geing to school more
than 40 hours a woek,
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TOTAL
70. 5
19. 8

9.7
an

TABLE 6.4
DEMAND ON TIME

High

Medium

Low
BASE

-
-
-
-
-
>—
-
-
-
L
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g - 6.4 Charecteristics of Employment
B - Table 6. 5 prefiles saveral ey employment characteristics: number of ! =
Eﬁ jobe held, hours worhad in an average week and average weekly compen. P
,‘ ! - sation frem ail jobs. i ;
3 Ae the table chows, 10. 1% of the guardsmen and reservists interviewad
3 - said that they are workiag more than one jab in additien to their military
) j duty. The average number of heurs worked each week was 45. 7 hours and
' a _ average tetal weekly income was $256 ($5. 60 per hour on the average).
Respondents who reperted haring at least one job in addition to their
- miiltary duty were ashed why thoy work at more than one job, Since 65%
of the samplu are men who held ane job plus their military duty, the
£ - answers giveats this question cas be inferrved as boing addressed to their i 4
E participation in the Reserve Compenonts. As such, the informatioa given k
E - here provides seme insight inte metivatisas for belougiug to the National ‘ 3
Geard ard Reserves. ? ]
- Ae showa ia Table 6. 6, the majer ressons given were ecenomic. b
d | For as many as 28.2% of the respeodents, maltiple smployment prevides 3
- - supplemeatal income with which to maet ragular household expensss. Others ?
' will use the income at seme futare dnte 1n time. Like their NPS civilaa |
- counterparts, {ew guardemen and reservists cite secial (a.g., association " 3
E with others) or peychological (¢.g., heep busy) motivation. "
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H - TABLE 6. 5 |
R ro 3
Eﬁ KEY CHARACTERISTICS OF EMPLOYMENT . :
‘ - ;
E TOTAL 1
3] [
ii - 3
?f
3 Aversage number of hours worked
- per week on all jobs 45. 7 hours ,
3 Percent who work more than 50 ! g
F' ¥ - hours per week 30. 4% t :
g .
3 Average income per week from : ]
i - all jobs $256. 00 LI
E ' Percent who ¢arn $100 or ’
. - more per week 33, 5% [ 1
: }
E- Percent holding more than one X
: - non-military jcb 10.1} T
; 3
- RASE (217) b
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TABLE 6.6

16

MAJOR REASONS FOR HOLDING
MORE THAN ONE JOB*»

Meet regular household
expenses

Save for the future

Earn extra money to buy
something speciatl

Pay off debta

Earn tuition for school

Keep busy

Be with other people
BASE

I I . T U "y

*Multiple mentions

......

233
16. 0
8.0
8.0
6.1

(163)

*%Includes individuals who hold oane or more jobs
in addition to their military duty
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Like their NPS civilian counterparts, the majority of military respon-

dents are neither working excessively long hours nor are they affluent.

]
T A bl R e s § TR

Accordingly, there appears to be considerable correspondence between the .
= employment characteristics of theae guardsmen and reservists and the j
time demand and beneiits associated with participation in the Reserve
- Components. }
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Eraployment and Annual Training

As a part of his regular duty, a guardsman or reservist must serve
qn active duty for approximately two'weeks ecach year. This time is
usually spent on military training and Is normally taken daring the summer
monthe. This two-week period of annual training can be a source of
employment- related problems as well as personal frustration, should the
timing interfere with job and personal commitments. As such, it could
be a major barrier to re-enlistment. Of particular concern is whether
guardsmen and reservists must take this time away from work as vacation
and the compensation they receive during this periad away from work,
The correct procedure is that asnual training is not to be counted as vacation

time and the individual is to receive only his military pay.

As Table 6, 7 shows, this was the situation for 40. 1% of the meu
interviewed. Whether the individual receives both militery and civilian
pay or his employer makes up the difference between the two salaries is
up to employers. For one-in-ten guardsrnen and reservista interviewed,

annual training was taken during vacation time.
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TABLE 6.7

HOW EMPLOYER HANDLES
ANNUAL TRAINING

Annual training is taken
not during vacatian; receive
only military pay

Annual training is taken
not during vacation;
employer pays difference
beiween civilian and
military pay

Annual training ia taken
not during vacation; receive
both civillan and military

pay

Annual training is taken
during vacation; receive
both civilian and military

pay

Nout employed

BASE

TOTAL"

40. 1

25. 3

18. 0

10,1

6.5

(217)
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SECTION V1!

Propensity to Re-Enlist in the Resarve Componecnts

A critical measure {n this study is the respondent's expressed intention of re-

enlisting. A scale similar o that used to measure enlistment intentlons of NP3

civilians was used to determine relative likelihood of ~¢- enlisting. Respondents were asked

to indicate how likely it waa that they 'would re-onlist. The following scale was used;

Definitely Pusitive Propensity Group
- Probably

Probably not ———ep Negative Propensity Group
Definitely not

Don't kno&——'ﬁ Undecided Group

Those who answered ''definitely" or "probably" to the question have heen classified
as positive propensity. Respondents who answered ''probably not" or ''definitely not"
have been classifiad as negative propensity. A third group consists of those men who
said that they did not know whether they would re-enlist.

This measure of propensity to re-enlist is used in a manner similar to the way the
propensity to enlist measure obtained from NPS civilians is used. By knowing each
respondent's propenaity to re-enlist in the Resarve Components and his value for
various Reserve Component characteristics, the impact of different contigurations of
job characteristics and benefit packs ges on re-¢nlistment intentions can he estimated.

This section presents an an»iysis of propensity. Both the measure itself and

those factors that may discriminate among the three propensity groups are examined.

7.1 Probability of Re-enlisting in the Reserve Components

As Table 7.1 shows, 35.1% of the men interviewed expected to re-
entist. Another 15.2% were undecided. 'The National Gaard and Rescrves

do not diffcr with respect to re-enlistment intentions,
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7.2 Aunticipsted Length of Re-enlistment l {
Respondents who indicated they definitely or probably would re- { *

enlist (i. e., positive propensity) were asked for how many years they
expected to rc-enlist, Table 7.2 shows that half of these men expected to
re-cnlist for only one year. The average was just over two years,

Guardemen and reservists did not differ with respect to length of expected

bbl P i e

re~enlistment.
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TABLE 7.2
EXPECTED TERM OF RE-ENLISTMENT

TOTAL
%

One year 50. 0
Two ysars 2.6
Three yeara 10,5
Four or more years 11.9
Don't know 25. 0
Average .3
BASE (76)

...........................

Data are shown for the total military sample only, since there are no statistically
significant differences between guardamen and reservists.
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Demographic Profiles

Table 7.3 profilea the key characteristics of each of the three re-

enlistment propensity groups. Dividing the sample of 217 respondents in-

to three groups based on their expreased likeliho~d of re-enlisting results

in relatively smaill sample sizes for each of the three groups. Hence, it is

difficult to detect statistically significant differences among the groups,

Some significant differcnces do appear. Some differences, while not statis-

tically significant, should be noted also because the pattern of the data suggests

that a particular demographic variable may have discriminated among

propensity groups had the sample been larger. With this in mind, the

following conclusions can be drawr from Table 7, 3.

1. The proportion of Blacks in both the positive pro-
pensity group and undecided group is twice as great
as it is for the negative prapensity group.

2. Relative to the negative propensity group, both the
positive propensity group and undecided group
tend to be less educated.

Guardsmenr aud reservists in white collar accupations
appear to be less likely than men in blue coliar
occupations to re-enlist.

It should be noted that these are differences also
reliably found between NP’S men in terms of
propensity of initial enlistinent,

3.

One additional conclusion can be drawn from
Table 7. 3.

4.  While not statistically significant, the proportion of
guardsmen and reservists in higher grades {E-6 and
E-7) tends to be higher among the group intending
to re-enlist. Success in the Reserve Components,
4s measured by grade achieved, thus may be an
important factar related o re-cenlistment intentions,
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8 - ]
E; ANALYSIS OF PROFPENSITY TO RE-ENLIST i
IN THE. RESERVE COMPONENTS S
H - GROUP PROFILES ON DEMOGRAPHIC VARIABLES v
- ] j
H - Positive Negative
Propensity Propensity Undecided
- Average age 24.3 years 24.8 years 23,8 years ; ]
Blacks 25.0% 12.0% € 27. 3% :
- Other non-white 9. 2% 8. 4% 6. 0%

White collar AT. 4% 59.2% °© 33.3% 3
Blue collar 44.7% 30. 6% 48, 5% 3
?‘ i - Not working 7.9% 10. 2% 18. 2% .oy
E Average earnings $249 $267 $181 b

! E

1 - High demand on time 73. 1% 7.3% 60. 6% b

Highest education: High school graduate 22.4% 13.9% : 33.3% -
: - Highest education: College graduate 15. 7% 36.2% 15.2% ;

3 ‘ Married 51.3% 56. 5% 60. 6% i i

- Resident of large urban area 77. 6% 75.9% 72. 1% b

Average number of years served c oA

in Reserve Components 4,3 4.6 3.6 !

E-4 39, 5% 47.7% 50. 0% b

E-5 40.8% 42.1% 4G.6% by

E-7 1.3% - - N r' i

General non-combat job 38, 2% 36. 1% 36. 4% e

- Administrator job 22. 4% 23.1% 15.2% -

General combat job 17.1% 16. 7% 24.2% ‘r ;

Electronics job : 2 1.8% 9,3% 6. 1% -

- Mechanic job 5.3% 8.3% 12.1% ' :

{1

: Base {76) {(108) (33) ’ ;

YT ieiimeiaaan P

"Pouitive and nepitive propensity proups differ significantly . ‘

! ) B

' ¢ Nogative and undecided propensity groups ciffer significantly ; ?
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E‘-x‘ 7.4 Achieveability of Life Goals and General Satisfaction With the Reserve . ‘
- Components :

E

As one means of developing an understanding of the motivations under-

-

lying re-entistment intentions, respondents were asked o sevies of Questions
with respect to the achievement of life goals as well as a question about

their level of satisfaction with the National Guard and Reserves,

O PR T TR | < T
[ A

’
- The decision whether ta re-cnlist may be as complex as the decinion \'"
to enlist. Presumably the individual considers many factora with respect ' ‘i
- to both typea of decinjons. Among other things, he may consider the degree ;
to which certain life goals can be achieved in military service versus some :3

non-military activity. '

Respondents were shown 1) life goals, one at a time, and asked to rate

whether each was mare likely to be achieved in the military or in some non-

e e Y N 7 1.
'. IR

b

military activity, Ratings were made on the following 5-point scale: ? 1

- Scale Value ! r

y

+1 = Much more likely in Na:ional Guard/Reserves ; ‘:

1 - +2 = Somewhat more likely in National Guard/Reserves : ‘
+3 = Either National Guard/Reserves or some other * " ]

non-military activity T %

3 -~ 14 = Somewhat more likely in some other non-military " " 3
1 activity ; j
' 15 = Much more likely in some other non-military activity :
" vl

Table 7. 4 presents the average ratings for the positive, negative and " ‘

3 - undecided propensily groups. The data can be summarized as follows: ) i :
1 1. Above all else, the positive propensity men saw L
- Reserve Component service as enabling: ]

i

. -Serving your couniry i

é _ but felt that a non-military activity slightly better allows ; 3

1 a person to achieve: F 4
-Using hobbies and interests ;

- B

2. As might be expected, the positive propansity men gave the ] .

Reserve Components better marks on all 11 life goals than o

- the negative propensity group. Negative propensity men did .

‘ not feel that any of the life gosls were mure achievable in D3
E the Reserve Components than in some non-military activity. ]
S E

3
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3. The greatest difference between the positive and negative
propensity groups appeatrs on "Earning enira income™

3 where the positive group saw this gos! as much more

3 achievable in the National Guard/Reserves than did the

negative group. This 1s an umportant finding 11 view of the

fact that econonics apoear 10 be a major motivation for

belunging to the Reserve Components as well as the fact

that econunmuc vonelits and incentives may he used to enhan e

both accessions and retention.
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4. Thke smallestdifferencesbetween the positive and negative o
propensity groups are on "Obtaining good benetats” and
"Recognition and Status''.

e

S. The life gnal ratings of undecided men were similar to
those of th positive propensity group. The two groups
differ wit’: respect to only one life goal -- "Serving
your community. ' Undecided respondents were more
likely to feel that this life goal was more achievable in .
a non-military activity. At the same time, the
undecided group differs with the negative propenaity
group on all but two life goals -- "Sarving your
community' and "Obtaining good benefite'. Both
groups perceived these two life goals to he more achieve-
able in a non-military activity.

L o ki

e

With reapect to their overall satisfaction with the Reserve Components,

—— —————

- the three propensity groupe clearly differ from one another. As Table 7.5

shows, on the average, nceitive propensity guardsmen and reservists were

- the most satisfied, negative propensity men were the leant satisfied and »

o e
o 5 i i, i i M s i

the undecided were most neutral as a group. -
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TABLE 1.4
ANALYSIS OF PROPENSITY TO RE-ENLIST
IN THE RESERVE COMPONENTS
ACHIEVABILITY OF LIFE GOALS
AVERAGE RATINGS
Positive Negative
Life Geal TOTAL Propensity Propensity Undecided
Serving your country 2.5 s * 3.0 ¢ 2.3
Being 8 member of a team 3.0 2.y * 3.5 € 2.7
Participate in exciting/ s c
adventurous activities 33 2.6 3.9 3.1
a
Earning extra income 3.5 2.7 4.2 N 3.2
a ¢
Making good friends 3.3 .7 3.8 2.8
b
Serving your community 3.4 2.8 " 3.9 .8
a
Obtaining good benefits .3 2.8 37 3.3
Doing challenging work 3.6 30 " a2 ¢ 3.0
a .
Recognition and status 3.5 3.0 40 ° 3.1
a
Developing your potential 3.8 3.1 4.4 € .5
Using hobbies and interests 4.0 3.3 * 4.5 € 3.8

*The acale used was:

1 = Much more likely in National Guard/Reserves

2 = Somewhat more likely in National Guard/Reserves

3 = Either National Guard/Reserves or some other
non-mititary activity

Somewhat more likely in some other non-military activity
Much more likely in some other non-military activity

4
5

[$ 1}

Therefore a smatier value indicates relatively greater Reserve Component likelihood

% Positive and negative propensity groups differ significantly
bPOIitivt': and undecided propensity groups differ significartly
cNo.atlve and undecided propensity groups differ significantly

b
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cNegatlve and undecided propensity groups differ significantly

y
EV - ' E
; "
., - TABLE %5 ’
- ANALYSIS OF PROPENSITY TO RE-ENLIST .
g IN THE RESERVE COMPONENTS ;
- 1LEVEL OF SATISFAC TION ]
WiTH RESERVE COMPONEN IS ¢
- . E
Positive Negative i
- TOYAL Propensity Propensity Undecided
2 3 ;3 2

_ Very satisfied (1) 9.7 19.7 2.8 9.1
Somewhat satisfied (2) 29.5 55.3 9.3 36.4 b3
- Neither satisfied nor [
. dissatisfied (3) 13.4 9.2 13.0 24.2 '
= Somewhat dissatisfied (4) ) P 11.9 28.7 21.2 b
Very dissatisfied (5) 25.7 3.9 46.2 3.1 ; ]
1 3
3 - ab c [
§ Average 3.2 2.3 4.1 2.9 : ;
% I
~ TS Tt N
L
*Positive and negative praopensity groups differ signilicantly r 2
- bPositlve and undecided propensity groups differ significantly T\ } §
|
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Peresptions of Elevea Recerve Componcnt Attributes

mmm«uuumuum-euudmmnu-
Greasiag accessiens is coatingest, ia part, oh the impertance iadivideals attach %
varisus charecteristics of Reserve Compensats service as well as whr they per-
cefve to be the curreat or actsal levels of these characteristics, This came logic
applisse o the issws of persennel reteation, In this sectisn percepticas are discuseed.
Section IX discusses the relative importance of attribuses.

8.1 Current Perceptions of the Reserve Components

Prior to the trade-off portion of the lutervielv where respondents indi-
cated thelir preferences for varying combinations of attributes, reserviasts
and gunrdsmen were ashed to indicate what they believed to be the current
level for each of 11 attributes in the study. The 12th attribute, annual
training, was addressed in another question in which the respondent was
asked to describe his owr rituation with respect to the timing and compen-
sation for summer. camp. This issue was discussed in Section VI,

In ganeral, guardsmen and reservists have a much higher leavel of

correct perception wita respect to the Reserve Components than the
NPS respondents . “'his is not surprising in view of the much greater
experience these me.: have had with the actual eonditions.

Table 8.1 summarises the level of correct and incorrect perceptions

for each of the attributes. The following conclusions can be drawn from
this table.
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Overall, when unit meetings are held, hair regulations
and re-enlistment bonus have the highest lavels of correct

perception.

Pay for grades E-4 and E-5 (asked only of those in these
grades) and PX/BX/Commissary have the lowest levels

of correct perception. The relatively high levsl of
misperception related to pay may be a result of having used
approximations to actual levels, or may be due to differences
caused by year in grade.

A relatively high proportion of men consider three attributes
to be at levels considerably more favorable than what is

actually now offered: tax on pay, PX/BX/Commissary privileges

and educational assistance.

These data suggest that most guardamen and reservists
are Quite well informed about what the Reserve Components
presently offer. Efforts aimed at increasing retention
should be concentrated, therefore, on first providing an
enhanced praduct, rather than on product communication.
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; TABLE 6.1 i
) L
“a PFRCEPTIONS OF RESERVE COMPONENTS L
\ . - ON EZELEVEN ATTRIBUTES |3
: Said This Attribute Level Best J
- Describes the Reserve Components TOTAL ]
] 4
x : : - When unit meetings are held: ;
¥ ‘ 1 session/month taking 2 days in f'
O one weekend [(90.37] by
(o - 2 sessions/month taking 2 different D
VIR Saturdays 1,8 v
? 3 seasione/r00nth taking 1 Saturday ' |
, - and 2 weekend evenings . 7.9 '
. ;
: - Hair regulstions: 5
' No regulations on haix length 1.8 !
- Your hair must look short for meetings; _ :
short heired e o. ke ‘ | 89. 4 I !
cur hair must be short. No wigs parmitted 8.8 X
- :
}
\ Re-enlistment bonus: .‘
¢ = $3, 000 3.2 e
d $1, 000 3.7 o
_ 300 6.0 &
[Name 1
— “"\.. |
Retirement: ; !
Retiremont after 20 years of service an ; 'i
- receive about $235/month plus benefits i
) at age 60 | 83.3 l ;
i etire after 30 years of service and receive ‘ i
: - about $235/month plus benefits at age 50 14, 8 Loy
" Receive no retirement pay or benafits 1.9 Py

----------------------------------------

Poxed entrles inticate cazveat level ef such sitribute,

Data are shown for the total samplse nnly, since there are few statisticully )
cignificant differences among propensity groups as would be sxpected, 4
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TABLE 3.1 (cont'a) :
\
}
3

b G RSB

Said This Actribute Lovel Best
Ligscribes ‘The Reoarve Components TOTAL 1
ﬂ
Aoxes vt meatingr each month: 1
3.5 .
1 = 82,0 i

6.9 5
24 5.6 -
i 1

]
Length of ro-eallstment: { 3
your TOE] .
Juare 10.) f ;
6 years 1¢. 8 P
Tax on pay: g r
Milita~y pa'- is tax frae 8. 6 t 3
| Militavy pay ir oot tax {ree | [ 71.4 | l %
|4
Educationai Acsistance: ] %4
100% coverage of educational costs up to . ‘ %
$1, 000 per year for 4 years 18.4 . i
100% coverage of educational costs up to . ' §
$500 pe:- yea~ for ¢ years 6.0 r ;
$0% coverage of educational costs up to - |
500 per yzar for 4 years t }
I A ' 69- 6 '.\«‘ ;
What is done at unit meatings: ; E
%0% military training; 50% community service 1.5 : 4
75% military sreining; 25% community service 20,3 : 3
[[166% military tralning ! e8]
............................................ :
]

2oxed entries indicate current level of sach atiribute

Date. are shcwa for tae tota]l sample only, since thers are {aw statistically
significant differencea amoxg propensity grou;s as would be expacted,
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i - TABLE 8.1 {cont'd) b3
; - ;
' - Said Thia Attribute Level Best
Deacribes The Reserve Components TOTAL
i
e - * -
, E-4 Pay; 4-6 years service: *
3 - :
E $1, 749 per year 17.5
4 1, 399 per year 18. 6 ]
b - $1,164 per year | 39.2 ] b
i‘ : $ 933 per year 24.7 b
‘ - E-5 Pay; 4-6 years service: * ; 51
§1,344 per year 6.9 b
1,474 par year 16,1 )
~ $1.299 per yea: 6.3
$ 983 per ycar 20,7 ' “
b
- E-6 Pay: 4-6 years service: » &
$2,032 per year - 5
- t,626 per year 17,2 :
él: 359 per year (Cey.0] 4
$1. 0BA per year 13.8 . ! 1
- it
PX/BX/Commissary privileges: r 11
' _ Available all the time for self and family 25.3 o )
[Available when on duty for self and family] ~ 1
Available when on duty for self only 30.0 A !
— * o ' .i
!
|
E‘ . e e R R R R E b b !
K t Aoxed entries indicate current level of each attribute.
g’* b ‘ = Data are shown for the totul sample only, since there are few statistic: 'y | %
3 ] o significant differences among propensity groups as would be expoected, ' 1
‘ “« Askod only of those respondents in the prade. : ;
3
: _ )
!
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- SECTION IX t
[
- Trade-Off Analysis of Reserve Component Attributes o
{ In this section a mathematical and psychological model of Neserve Com-
- ponents re-enlistment intentions is discussed. This model iz similar to that 1
discussed with respect to NPS civilian males in Section IV, |
, m " 9.1 Some Background On Re-enlistment Intentions J
The data presented in this section are based on the same trade-off
- procedure used to estimate civilian acccssions. In studying re-enlist-
ment, however, we are not attempting to estimate the actual number of ‘
E" - re-enlistments. To do this would have required that we directly relate !
! ‘ _ the attitudinal data derived from this study with actual re-enlistment data. ;
This was done to esatimate accessions using actual enlistment data pro- X
vided by th. Department of Defense. Witk respect to re-enlistments, ; 3
- however, actual data were not availuble. Hence, the dependent measure ; i
- or basic result is stated likelihood of re-enlisting only, These are re- : i
ported as numbers with values of . G to . 9. These numbers have meaning 1 ’%
- only in a relative sense; the higher the number, the greatar is the i
relative likgllhood of re-enlisting, These numbers canuot be used to 3
. - estimate actual number of re-enlistmedts, ' ; *i
A PN 4
:H 9,2 Sensitivity Analysis of Attributes ! J
- Table 9.1 shows a sensitivity analysis of the attributes. The ?\ 1
i attributes are listed in descending order of their relative importance 5 ’
] - with respect to impacting on likeiihood of re-enliating, The numbers in ; : j
5 the right-hand columns represent average likelihood of re-enlisting and » ‘ ;
3 - percent changes in the likelihood measure, Because these numbers re- A \
1 flect stated likelihood of re-enlisting, these numbers have been labeled
- as being indices of potential for increasing re-enlistnment intentionas,
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The following conclusions can be drawn from Table 9. 1:

1.

2.

A re-enlistmant tonus of $3, 000 and 100% educational
coverage; {1,000 for each of 4 years are likely to have

the greateat positive impact on re-cnlistment intentions.

Other economic attributes such as pay (50% over current
level) and tax deductions as well as | year extensions of
service alsy appear to be important factors in making a

decinion to re-enlist,

Factors related to the impact of Reserve Componeat
membership on lifestyle such as timing of annual
training, hair regulations and length of meatinge per
month appear to be of relatively little impocrtance in

the re-enlistment decision fo: guardmen and reservists.

The most important attributes with respect to enhancing
re-enlistment intentions appear to be similar to those
that are likely to have the largest impact on accessions
of NPS men.
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; - TARLE 9.1 :
X SENSITIVITY ANALYSIS ;
3 - |
4 T
- Potential for Increase 3
Lt In Re-enlistment Intentions
, Attribute Level Averago Likeolihood % Change
Z Actual levels of the
4 Current Product 12 attributes . 475 - :
1. Re-enlistment Bonus $3, 000 . 794 +67 ! ‘
$1, 000 . 694 +46 :
- $ 300 . 595 +25 b
] <
i
2. Educational Assistance 100% coverage; $t, 000 }
- for each of 4 years . 768 +61 ‘ i
100% coverage; $500 '
for each of 4 years . 682 +43 i !
- 50% coverage; $500 ‘ P
for each of 4 years . 597 +25 ;
1 S
- 3. Federal Income Tax " :
Deduction Military pay is tax Iree . 642 +35 ‘ ;
! %
- 4. Exiension oof Service 1 year . 636 +34 : i
6 yoarss . 349 -27 coy
LI
”
- 5. TPay for Current 50% over current level .34 +33 '
Grade 25% over current level . 546 +13 [~
20% below current level» . 404 -18 : 4
g i
6. Annual Training Summer camp taken during .
vacation. Receive military ’ l
- and civilian pay. . 586 +23 ) ;
Summer camp taken not i
- during vacation. Receive !
military and civilian pay . 569 +20 ;
Summer camp taken not .
- during vacation. Receive e f
only civilian pay . 516 +8 ) v

- +  pL.ower than current level

ek ke e ek e 242 ki
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VABLE 9.1 (cont'd) | {
h. - “
- N
- g
3 Potential for lncrease b
‘ - Attribute Level In Re-enlistment Intantions b
; Average Liketihvod % Change
- 7. PX/BX/Commissary Available al) of the time ;
Privileges for entirs family . 534 H2 ]
8. Hair Regulations None « 530 +1
Must be short# . 355 -17 ‘ 3
-
9. Hoars of Meetingsa . o
—- Each Month 12 hours . 524 +0 }
{
- 10. What ia Done At Unit 50% millitary training /50% ’ ! ! 4
Meetings comtnunity service . 498 +5 1 i k
. y
75% militavy traint .g/25% P
- cominunitly service . 497 + 4 i .
B
.
- 1. When Unit Mectings . : H
Are tHeld 2 sessions/imonth taking . i
2 different Saturdays* 378 -21 | 5
3 sessions /month taking r 3
I Satarday and 2 374 -22 . * i
- weekday evenings® ? p
s
= 12. Retirement Retire after 30 years of \ H 3
service and receive about b
$235/rmonth ptus benefits N
—_ at age 50* + 400 -1é k!
Receive nu retirement ‘
pay or bencfitse 270 -43 . ;}
- B
'
e e e I
*Lower than curreat level -
-
{
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Table 9. Z shows the estimated impact on re-enlistment intentios of four

of the {ive most iinportan! sttributes, .-

The following conclusions can be drawn:

L. Within each demographic gioup, the relative impact on re-
enlistment intentions of each level of cach attribute tends
to paralicl the corresponding impact: on the total sample of
guardemen and reservists ,

2. Within each attribute, there appears to be some discrimina-

tion among demugraphic groups in terms of 2absolute impact
on re-enlistinent intentions. Virtually every level of all fcur
attributes uppear to have a larger impact on Whites than on
Non- Whites.

The most favorable levels of re-enlistment bonus has a larger

impact on white collar men than on their blue collar counter-

parts.

Resultant Impact of Combining Attributes

Although accessions and re-enlistments represent two different prob-
lems, similar strategies might be used to address both of these iasues.

This might offer logistic ard economic efficiencies. With this hypotheasis

in mind, the re-cenlistment cquivalent of the 12 hypothetical producis created

for NPS m~n, #nd discusscd in Section IV, are shown in Table 9.3, These
products differ slightly froin the NP'S products in two wayas, First, pay is
expressed as percent increaves over the current pay leve rather than
doliars per hours, The other difference is that extension of service is
one year rather than an enlistment of four years.

As in ths case of NPS men, the Department of Defense mety wish to

sinulate additional cominbatinns of attributes.
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N TABLE 9.2 & :
POTENTIAL FOR INCREASKE ]
IN RE-ENLISTMENT INTENTIONS: : i
- SELECTED ATTRIBUTES ; 1
BY KEY DEMOGRAPHIC GROUPS ;
a — Attribute* ~ X 1
Re-enlistment Byunus Educational Assistance Term Pay {
‘ i - Curreni Up Up
; TOTAI Product*4$3, 000 $1,000 $300 [100%($1, 000)-160%($500) S0%($500} i yr. |[50% 20% ;
¥ “SAMPLE  .476  |467%  #46% 425% | ¢bl% 443% 125% ARILY ) b
- :
Race
~White . 459 +27% eex]  +20% | [+38%) 4179
Von-White . 529 +4 +33%  +19% +46% +30% +19% +9% 1
=Dgcupation :
Nhite Collar . 442  [R74%] +49% +24% | +67% +45% +26% +38% |+35% +15% ]
Blue Collar .508 +64% +45% +26% +58% +42% +26% +29% 1433% +14% ' E
- Yo
Location ; i
Large Urban . 462 [+70% | +48 +25% | [+65% | [+46% | +271% +20% |434% +15% v
“Smezll Urban . 518 +589 140%  +24% +51% +36% +21% 4307 [+30% +13% B
\
Pay Grade v
-4 . 506 163% 145%  +26% +e 0% *43% +26% +30% [+32% +13% : -;
2.6 . 441 Nn% +147% +25% 165% +45% +16% £36% |434% +17% v
E-G6/7 . 496 |067'I. +ib%  1227% +57% +37% +22% +34% [+34% +14% b
b
Lo
- " ' 1
- ¢ [
___________________ " ; _
—¢ Data are shown as percent increases in likelihood over current (base) product. i 1
+ Daia are show: a8 average likchoods ! 4

reent tncreases in re-enlistment intentions that are 10 or

“Roxnrd entries indicate pe
ent increases shown for the partituler

more percentage points higher than other perc
level of the attribute,

-—
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Table 9. 2 shows the estimated impact of these hypothetical productas on

re-enlistment intentinne of key demographic groups.

The following conclusions can be drawn from Tabie 9.).

20

s.

Product #1 -- the combination of "ﬁﬂ‘“" 'W
ing to 1C0% coverage; $500 !ot_o_ggg_o_ years and & ru-enlist

ment bonus of §i, 000 is likely to have the largest impact on re-
enlistment intenticns in total as well as each demographic group.

Rather than offer both educational assistance and a bonus in
addition to a short extension of service, offering more favor-
able educstional sssistance in lieu of a bonus (Preduct #4) or
a higher bonus in lieu of educations! assistance plus a one
year extendion of service are likely to produce results com.
parable to Product #10.

A\l three products (#4, #7, #10) are likely to produce results
greater than any single attribute modification.

Except for Prodacts ¢#3, #6, and #5, these hypothstical products
refiect the fewest number and perhaps least petentially expen-
sive combination of a tributes that achieve approximately the
same resultr ar the single most powerful benefit (ae_enliet.

ment bonus of $3,000 ... +67% increase likelihood of re- entist-
ment, )

AWl of the hypothetical products have conciderably greater im-
pact on the ze-enlistment intentions of Whites than on Nen-
Whites. Most of the hypothetical products that Include some
modification 'n educational assistance appear to have more
impact on men living in lorge urban areas as opposed to
smaller sreas,
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; - TABLE 0.3 o
- POTENTIAL FOR INCREASE
IN RE ENLISTMENT, INTENTIONS
3 - AS A RESULT OF COMBINING SELECTED AT TRIBUTES ,
g BY KEY DEMOGRAPHIC GROUPS :
' t
) Modified Productes
! M T @ ) (4) (5) (6) |
\J Edecation: | 100% ($500) [1 00% ($500) | 160% ($500) 100% ($300) | SO% ($£500) |S0%($500; .
3 Boaus: $1, 000 $300 $1,000 |-----
Attribute: P.Y! . el w zo* ———— e UP so“ I i
Term: 1 yr. T ]
TOTAL SAMPLE 411% _+62% +55 +70% +66% +55% O
v
-
t
Race ]
White fz83%) . W% [res] (%] I“’ii’i&l L
Non- White 2% +47% YTy + )
" L
Occupation ’
White Collar 5% +66% +60% E’%—_v_'%'] 2% +59% .
Blue Collar +*74% +61% +54% 7 164% +55% oy
)
Location - }
Pl WP OGO OW O WP
small Urban +66% r Y b
{ ]
t a1
Pay Grade v
E-4 B +7 160% +59% +66 +2% +54% ol
K-S [#85% | +66% +58% +70% +56% a
E-6/7 +#79 +58% +51% +65% +45%
!
|

T L L R R R R I S R R

* Data are shown as percent increases in likelihood over current (base) product,

Boned entries Indicate percent increases in re-enitistment intentions that are
10 or more perceantage points higher than other percent increasas as shown for
the particular level of the attribute.
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Education:

Attribute § g:,mu:
y:

Term:

TOTVAT. SAMPLE

Ruce
White
Non -White

Occupation
White Collar
Biue Collar

Location
Large Urban
Small Urban

o)

.y Grade

-4
-5
-6/7

i

o
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TABLE 9.3 (cont'd)
Modified Product#
(7) (8) 9) (10) (11) (12)
.- .- 50%($500)] 50%($500)]| 50%($500)| ---
$1, 000 == $300 $300 --- $300
--- Up 50% Up 20% —-- Up 20% Up 20%
1 yr. 1 yr, | -~ lyr. 1l yr, 1yr.
ﬂli. ‘4_(3'2_71 +59% _+_73% +68% 165Y%
Tasonl [a%] Teeam] [oi%l  [x26%] [E4%]
+49% +37% +45% +53% +47% +42%
+77% +67% +62% +78% +74% +70%
+69Y% +60Y% 159 +71% +65% 164%
+72% +62% I +62%| +74% +69% 166%
+68% +617 +51% +70% +654% +64%
+66% +60% +57% +68% +65% +62%
+77% +64% +61% +80% +73% +£9%
+72% +63% +58% +71% +64% +65%

.........................................

* Data are shown as percent increases in likelihood ove

current {base) product.

Roxed entries indicate percent increases in accessions that ave 10 or more percentage
points higher than other percent increcascs shown for the particular level of the sttribule,
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- APPENDIX I }
_ SAM'PLING PLAN ;
Rationale for Quota Szmpling :
-— A
There are two major constderations in sampling--the nature of : :
the sambple and the acquinition of the sample. While these arc two dis- } ]
tinct issues, the nature of the sample can have a significant influence |
on the acquisition of respondente. This was the casc in the prescat ‘
-
study, !
Previous research (e.g., Youth Attituds Tracking Study) indicated Y
- P
that three demographic variables appear to be most important with t j
respect to propensity to join the military: '
l E
-
- »
Race: White f ,
Non- White b
- Age: 17-18 . “
19-20 &
21-26
b
Highent g
Education: Non-graduate of high achool {currently in school) " l 3
Non-graduate of high school (not currently in achool) r
High school graduate - b
- Some college (but not a graduats) = 3
- Accordingly, it was cssential that'the sample for the present study ‘ !
contain adequate numberas of people who belong to each of the above demo- : q
- graphic categories, While the use of ordinary random sampliag procedures i
would have been desirable for purposes of sample represcutativencss !
- and atatistical analyses, sach procedures were not feasible, A simple , 4
random aample tavge enough to meet the above saample requircinents ! ;
‘ 1
- would have heen prohibitively coatly, Market Facts! experience with b
i the Youls Attitude Tracking Study indicates that approximately one-in

1

\

t
4
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fifty houscholcs contacted using a telephonce 1indem sampiing procedure !

#us a respondcnt meeting a demographic profile vimiler to the sample
profile for the present astudy. In the presont study this ratio would have
been even amalter, because of the vequirement that respondents be

brought to a central interviewing facitity and interviowed in person,

Time consatraints also obviated using a raadom sampling procedure,
The Department of Defense's nceds made it mandatory that the project
be completed by Fali, 1977. Finally, respondents were interviewcd by
a computer-based interactive system. This technique maximiza2s the

quality of the interviewing situation as well as the quality of the data, 3

On the other hand, it was logistically not feasihle to use this technique

with a truly randomly selected sample of respondents,

These reatrictions on the use of a random sampling procedure

made it nzacessary to use a quota sampling procedure in this project.

s il e e g

It was our deesire to provide estimates of uncertainty surrnunding
parameters est’mated for the data, which was more difficult due to the
special structure of the sample, On the one hand the homegeneous
nature of the subgroups studied insured that biasea due to the nonrandom
sampling of respondents would be amaller than they might be otherwise; but -
aampling theory cannot by itseif accurately estimate uncertainty levels. f

We thurefore provided uncevtainty estimates based on judgmenrt which was in

v i v S - g v Y o = e - T 1 e
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» all cases at least as conservative as those computed using available statisticai
theory.
Sampte Structure and Quotas
Respoundents were drawn according to the following disproportionate
sampling plan:
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Demographic
XYeriable Level Quota No.
Race: White 700+
Non-White At
Age: 17-18 200
19-20 MU
21-26 200t
Education: Non-High School Grad. 200}

{Currently in School)

Non High 3choo! Grad., 230+
(NGt Currently in
School)

High Schocl Grad, 200+

Some College
(But not Graduate)

A proportionate sampling procedure was used with respect te geo:
graphic markets. 2 quota was established for sach of the nine markets
that r oughly corresnonded to cach market's percent of the total sampling
universe. As a result, considerably more interviews were conducted

ia Chicago, Boston and San Francisco than were obtained in the smaller

cities,

Becaus< the civilian respondent sampte was highly struciuved on

basic demographic variahles, the respondent recruitment task was poten-

tially of considerable difficulty.

Quota sampling respondents who met the demographic regquirements
of this study necessitated that respondents be acquired through o variety
of courscs. While such sampling is relatively unstructured, Market
Facte made every effort to provide somc degrec of structurc to represent-

ing the diversity of viewpoints,
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In each of the nine markets, Market Facts' field supe.visors' in
conjunction with local independent ficld supervisors, contacted the follow,

ing types of local organizations:

® Boy's clubs

¢ Religious youth organizations

® Jaycees

® Faculty advisors and counsclors of school
and campus orgaaizationa and clubs

% Community youth centers

In order to contzct young men who were not affiliated with any
organisation, the field staff alco conducted on-site screening/rec.uiting
at locations frequented by young men, These included such places as

the following:

®State employment agencies/public assis-
tance offices

® Industrial plants

¥ Construction sites

o Fast food restaurants

@ Bow!ing establishments

® Public beaches/parks

® Shopping centers

The feanibility of these tocations was contingent on gaining approevat
by those in-charge at eavh locution. On-location screening/recruiting
was conducted during peak hours by interviewers specially trained as
rocruiters, who wers capable of tuilding immediate rapport with poten-

tial respondents.

Following the initiat contacy, all respondents were recontactced by
a letter on Market Facts' letterhead listing the appointment dates, time
and location (illustrated with an accompanying map). The letters were
signed by the president of Market Facts which assured the reapondent of

the study's validily as well as make him feel important. Respondents

ayet
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obtained through on-site recruiting also were recontacted by telephone

for an appointment or coanfirmation of an appointment,

No morc than two people from iny one organization and no more
than six people from any one on-site location were allowed to participate
in this study. A respondent could refer one other respondent. The
referred-respondent could not in-turn refer another respondent. All
respondents were paid $5 as an incentive, Respondents who referred

a respondent received an additional $2. 50.
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APPENDIX L

WEIGHTING OF RESPONDENTS

The use of quota sampling lecads naturally to a study design in
which ti.e numbers of respondents with certain demographic character-
istica (in ierms of age, race and education) are diaproportionate to
their actual numbers in the total U, S, population. Accordiugly, «
respondent weighting procedure was used to make the sample of NMS
civillan males correspond to actual census tevels in terms of age and

race.

Specifically, 12 age-race weights were developed based on cenaus
data for six age categories (i.e., 17, {8, 19, 20, 21 and 22-26) and two
racial categories (i. e., White and Non-White), Education census data
were not available and, therefore, not used in developing respondent
weights, The weighting constant for cach cell wan simply the product

of the appropriate age weight and race weight.

109
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APPENDIX (I

STATISTICAL RELIABILITY

Recause respandents are weighted unequally it is not correct to
angess standard crrors by methods which would be appropriate with
unweighted data. A sumilar problewn occurs in the series of Youth
Attitude Tracking studics (Market Facts, Inc.; Fall 1975, Spring (976,
Fall 1976, Spring 1977, and Fall 1977), in these studies, standard
errors arc computed using 1 replicated sample procedure developed by
W. E. Deming for use with weighted data (Proceedings of the ASQC,
June 5, 1961). Standard ervors estumaited in this way average 10 percent
greater than those obtained by applying the procedures ordinarily used
with unweighted data. These imaore conservative estimales of standard

errors secm appropriate for the present study.

The accompanying tables provide 95 percent confidence and intervals
for porcentapges observed in this study which are ien percent larger than

thosc obtained by ordinary methods,
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MARKET PACTS

STATISTICAL RELIABILITY FOR DETERMINING ACCURACY
OF PERCENTS WITHIN A SINGLE SAMPLE:

At the 95% level of confidence

Magnitude of Expucted or Obgserved Percent

Sample 10% 20% 0% 40% 50%
Sirze 0%, RO, 0% 60% 50%
100 6.4 8.7 9.8 to. 6 10,8 |
200 4.8 6.2 6.9 7.5 7.6
400 L 1o 5.0 5.2 5.4
600 2.6 .5 4.1 4.3 4.5
1000 2.1 a.H 4l 3.8 3.4
2000 1.4 2.0 2.2 2.4 2.4
2600 L3 1.7 2.0 2.1 2,1
3000 1.2 1.6 1.8 2.0 2.0_|

Not te be used for comparing ohservations from different groups of
respondents

¢ Obgerved bercent t the appropriate siumber shows by how much the
obaervation could vary due to sampling srror

STATISTICAL RELIABUALY FOR COMPARING PERCENTS
BETWELN TWO INDEPENDENT SAMPLES!

Al the 95% level of confidem o

Average of the Two Ohserved Percents
of Fach “ “ " 357" ‘U% 50 ,0
Sample '_'_(23:2 80'20 70% (0% m
100 9,2 12,2 14.0 14. 9 15.2 |
200 b, 4 R.7 9.8 10.6 10.8
400 NG 6,2 6.9 7.5 7.6
600 3.0 5.0 5.8 6.2 6.3
1000 PR 3.8 4.5 4.7 4.9
2000 2.4 2.8 3 3.3 3.4
2600 1.4 2. 4 2.8 2.9 3.0
1900 1,7 2.2 2.5 2.8 é.8
Not to he used fur meanuring accuracy of percents within a single
sample
+%  Minimum difference required between the observed pcrcents in the
L two sampled populations to be statistically different
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APPENDIX 1V

TRADE-OFF ANALYSIS

The Tradc-Off Model

Any important choice *hat an individual makes almost always re-
quires that he consider trade-offs among desirable alternatives, For
instance, when choosing among possible jobs it is seldom, if ever,
possihle for the individual to find a single job possibility which e¢mbodies
all of his favored cnaracteristica, Consequently, he must decide which
charucteristics he is willing to forego in order to obtain certain others.
To specify just two such types of consideration, high pay is usually
ptired with longer hours and different employei s offer difierent henefit
plans. Trade-Off Analysis ia a technique designed specifically to deal ‘

with such situations. ‘

Th tecliniqu~ assumes that an occupational activity--in the present
cisr  ge.ving in tne Reserves or Nationai Guard, .. can be characterized,
as being composed of certain specified attributes, or more accurately,
artribute lavels, (The attrivutes and levels us=d in this study are pre-
s~nlcd in the Introduction to this repo.t. ) It further assumes that every
individual has a utility v~lue (reiative importance) asaociated with each
o1 th~ leve.s of caun attribute and that it is possible to determine an
individval's cveralt utility for a product by combining in some way his
utilities for cach level of cach attribute characterizing the product. The
"'composition rule' used in this study is multiplicative. That is to say,
the overall utility for a product ix assumed to e the product of the utitity

values for the appropriate attribu.e tevels,

The numerical ut ity values characterizing the underlying pre-
ferences of any individual rnay be inferred from preference data
provided by the individual. Respondents in this study were presented

with a series of paired comparison questions which required them to
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trade-off among the variousleve's of the attributes. These questions
were of the form: '"A'l other aspects of the Reserves and National Guard
programs being equal, would you prefer:

uo enlistment bonus $300 ealistment boaus
& (or) &

pay 50% above the current level pay 20% above the current 'cvel "

The interactive intecviewing method used permitted the computer to
preseat to cach revpondent a series of Questions of this type, each one

of which was setected on the hasis of his responses to earlier questions.
It therefore yielded more information about his utilities than would othor-
wise have been possibie,

A computer program estimated cach reapendent's utilities from
these respoises, usitg an iterative maximum likelihood procedure, This
procedure seeks to maximize a likelihood criterion which is the product
of the N estimated likelihoods of the reaspondent's actual responses, con-
ditioned upon his utilities. Alao computed for each individual is a

measure of goodness of fit known as tau and calculated as follows:
Pc - Pi
Pc + Pi
utilities can correctly reproduce the respondent's choice on that pair and

tau - . where Pc is the number of pairs for which the calculated
Pi is the number of pairs far which his choice is "predicted' incorrectly.
Thus, for instance, a tau of -70 corresponds to the case in which the mode!
correct!'y reproduces 85% of a respondent's choices,

Trade-¢¥f Anaiyais prescats several distinct advantages over other
methods typicatly employed to treat attitudinal data, Traditiona! measures
do not permit adequate quantihication of the acceptability of products or
programs not presented in the original questionnaire. Ny the multiplica-
tive composition rule, Trade Off Analysis can assess the acceptabi'ily of
any program defined by specified tevels of the attributes studied.  Since
this analysis is conducted at the individual tevel, it is possible to obtain
information about acceptability for ay desired grouping of individuals,

such as those Jiving in small urban areas or those ho'ding white collar jobs.
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; By themsaetves, the utilities calculated it the manner described above I
- are expressiors of preference, not propensity. That is ta say, they pro-
i vide the capability of demaonstrating an individual's relative preference for :
E - one polnblt- Resorve program aver another, but they do not i..dic ate his
absolute liketihood of actua'ly joining the preferred program. By means 3
of a four stage process, however, it is possib'ec lo relate these utilities ;’
to uther estimates of actual likelihoods of entisting and finally to cstimated I
accession 'evels for hypothetical packages of service characteristics.
This process depends upon the relationship of four key variables:
b gy Oy P R, A
where AUx1i) : respondent j's utilily for the level of Program X on attribute i \ j
OUxj : respondent j's overall uti'ity for Program X i 3
-
Rxj : respondent j's rating of his perceived likelihood of enlisting, !

if offered FProgram X

Ax : estimated accessions to Program X

-

The relationships among these variables and the estimation of key para-

- —
Py

meters are described below,

Obhtaining Attribute Exponents

)
\
The overall utility of reapondent ) for Program X is estimated !
- multiplicatively in the following way: . “
B1 B2 Bn o
- OU = All . x AU . x...x AU r
xj x1) x2) X
n . -
= N AU fili ., where n is the number of attribuves describing ~
1=l R -~
- x. The cxpanents, By, adjust for possible perceived redundancy or 'ack of a

independence amung the attributes, and are assumed to be the same for all

respondents.

e s
. S ——————

PR

Estimates of these exponents were oblained in the following manner,
Each respondent was presenteid with 12 concepts of possible Reserve or
National Guard programs which were deacribed in terms of the atiributes
studied, and which he was asked to rank order in terms of his preference,
l.east squarcs regreasion analysis was then used to provide an cquation

predicting a respondent’'s rank order for any concept from his utilities,

3
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The model used wan

RO =zb_ 'n Al + b, 'n AU
q q! 2 9

where ROq is the raak order of concept Q. Each respondent supplied 12
ohservationa to the analysis, o1e for each concupl he ranked,
his mean on each of the variables was renioved before
there was no intercept term in the regreasion.
thus obtained were arbitrarily acaled so that the largest was unity and the
resulting numbers, one for each attribute, were then applied to the

appropriate attribute atilities as cxponents,

ponents userd for each sample.

e +b InAU
n qn

Current Reservists
and Guardsmen

entering the analysis

The regressio weights

Exhibit 1 displaya the ex-

. 597
. 747
1.000
. 646
. 785
. 316
. 734
. 574
.75
. 475
. 644
. 969

Exhibit |
ATTRIBUTE EXPONENTS
Attribute No Prior Service
e Civilians
Pay N7
Term 1. 000
Bonus . 960
Education .92
Tax . 856
PX Privileges . 473
Hair Regulations . 964
No, Meeting Hrs, R PAL
No. Sessiona/Mo, . T04
Duties . 546
Training Camp . 879
Relirement . 794
Branch . 752

e A&,

Obtaining Likelihood Estimates from Utilities

Each respondent estimated his likelthood of enlisting if offered the
programs represented by four concepts:

ranked descriptions of possible Reserves or Nationa! Guard Programs.

his two highest and two lowest
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Each concept wae rated on the scale shown in Exhihit 2. (For ohwvious
.

reasons, any cespnadent giving four identical raticgs was deleted from

further analysis. ) lhe respondent's ratings were first transformed by

means of the equation ]qi - '3-R_. where R was his ratoig of Con-

13
cept Q on the 12-point acale, and '!qj was the traasformed rating.
For cach peraon a four-ohservation regression was then performed
using the folltowing model:

InT . = a+b InQU
q1 q)

The purpose of this regression was to acale cach respondent's utilities
in such a way a3 to relate them to his estimated likelihoods of entistment
as expressed by the scale ratings. This step was necessary because
attractiveness of collections of attribute levets, Two individuals with
similar patterns of preference would have similar utilities even though
they had different likelihoods cf enlistment,

By estimating these two parameters for each individual and scaling
his utilitica accordingly, this eteme nt of indeterminacy is removed from
the data. Fach respondent's utilities are made comparable in the sense
that his overall utitity for cach of the rated concepts is set as nearly as
porsible to the transformed value of his rating for that coucept.

The distribution of rz for this regression is shown for both samples
in Exhibit 3. All responde .!s not meeting three criteria were excluded
from (urther analysis:

|. VParameter b, above, wreatef than zero. (This requires that a
respondent have higher enlistment likelihoods for those concepts
with higher utilities,)

2. r2 greater than or equa' to . 25. (This ensures a minimum
degrev of relationship between utilities and likelihoods,)
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1 - L.omagreater than or equal 1o, /0, Cthis specilies a E
mini-nnn standard of fit of the respondeni's atilitivs 1o |
his preference data,) '
N _ '
The a and b parameters obtained in the repgression just described were
X - then usced to relate utility estimates to liketihood ratig estimates by the
. equation, 3
a t §
1 - T . = o0 ou.’ !
xi X} g
' - i
' EXHIsLL 2 i
; ""Likellhood of Knlisting'' Rating Scale i
5 and Distribution of Ratings . j
a? - % .
: Wording Numerical No, of Respondents Pvrgfnlilo Estimated [ 3
' Given Rating Giving Rating Rating FPrercentile ¥ ;
_ SN, S, » S - L
. o
! 84 . 992 » 994 Py
“Definitety" 2 63 . 979 976 b
- 3 89 . 965 . 946 1
'3
bl
_ 4 265 L9313 . 905 ! y
"Probabty' 5 369 . 875 . 852 i
6 428 . B0 . 787 i
- .
7 585 711 L0 Dk
3 "Probab'y Not' 8 476 615 . 621 ” " 3
4 - 9 695 . 508 . 520 T
b
E ' = L
i - 10 450 . 404 . 408 ~. 1
3 "Nefinitely Nov'! 1 413 . 326 . 284 '
{ 12 1587 . lde . 148 . N
. _ P
UXHIBUT 3 SR
— RO AN L
- \\\\ Distribation of ¢2
— 2 o
Sample {10420 301.401501.60].70].80| .90} 1. 0 ;
3 ALL) <43 S Y S o ! b4 A4 K144 M e AR o
- " No Priaor Scrvice Civilians 3o 32 32050 76 /N0 126[169]304] 250 v
Do B5: WEEN-S-4- MAL B LML LA Eadt AL Lo
Curret Reservists ant Guardsimen 10y o 6110 4¢] 39 H ;
S ' LAy 27 . Lo
L3
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¥
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- Linking Estimated Likehhoods o Estiniatod Acvevsosior Lovels i
: RLTANA A y
A likelihood estimate Tx) abraiaed 1o this e r was ot assumed k
i ¥
by

- to be an actual like'ihood i 1vy probabitistie sense of the werd, Rather,

-

it was interproted mervely as an extunate of thie respondeat's transtormegd

;ﬁ ) - rating " on the 12 paint scate describied oo Bxhibo 200 Taapection of ]
- Fixhabat 2 shows that most of the actygal Faitrpes werr conventiated (a the 3
Eé‘ - tower end of the scalve Becaase at appeared desarabte 1o D spread opat” '
" - the acate in this regionm, and because there sectned ta be "itHe reason 1o :
- hetieve that respodeats were able to estimate hke'thoods in moce than i

an ordina' se ine, the decision was made to troat the tikelihood scale ar ‘ K

- 4 mercly o rdingl scate. Accordingly, percentile pomtys were estonated \ q

o

for cach of the 1 scate positions and these vatues were ased to ropresent f 3

- the likelihood corresponding to each scale paint. Z

For subscquent computatinns if wada arcexsary to express these por %

- centiles an a function of the underlying rating scate values cather thay o q

compite actudl pevcentile s, Fhe extimatiag function found was
K

- y >
P~ LT 0 C L U RS where R is the rating
X) x] R I X)
169
- on the one-to-twetve scate,  The values af this fanction tor cach of the .

acale pointn are shown in the last cotumin of Exhibil 2, '

G T e -

- The tinal step i the prediction of accession levela s based on an

additive aggregation of these I exiimates, cach maltiplied by a respondent

s 2 it W 2 Gt s Sl T R

- ]

-

- werght which retates estimted accessions among the sampte group 1o ‘~€.
Aaccessions tor the total population, . .
) Nl
- A=W o I O O & -
x 1 vl 2 xd o oxm po
oA
n , N Co
- - X w, 1 whoere man the number of respondents aod Wi !
_ i X1 ;
(I ' :
in the woeight tar respondent i
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: In order to obtain these weights, an initial siimulation was performed
, of
A for the NPS civilian sample in which all pespondent weights were st at ) b
3 1. 0. FEstinmated accessions to the program as currently desceribed werce P
4 tabulated by cach of 12 age-race graoupy and these figures were comparaed ;
3 with actual December - Jure 1977 accession tevels far these groups.  Che k
- i
A tatter figures woere sapplicd by MARDAC, Comparison of theae nuenla vs }
3
3 made persible the specification of 12 age-race weights, one of which was E
é applied to cach respondent in subsequent simutations ou the basis of his
membership in nae of the 12 proupa. Mo similar Higures for re-enlistmente
v - . . R
4 were avatlable for use in the current reservists and guardsmen sampice; ;
K
- hence, 211 simulations iavalving thit sample utidize respondent weights of £y
E 1. 0. !
] . . \ ' [ 3
¢ Once weighting factore are abtained, acovesasion tevels for any f ;
4 hypothieticai Reserve: and Nationad Cuard progratin can be eatimated, 1t i
4 K]
. . . . r
E 18 oly necessary to speoidy the streibute Yevels which characierive the ' }
progrant of interest,  The resolting accession estimates are proesented i 3
5 }
L both in their raw torm (the actual cstimates tor that program) and as pey- o
& ¥
3 - Lo .
3 centage deviations from accessios tevels 1o the current program,
. 3
3 Such estimates ca bhe made separately for any demographic groupa
! about which data were collected in the study, Thus it is possible to deter- : l 3
N . . . . M b b
3 mine which programs have the greatest effect in incretsed acceessions ; s
- -

. P
among the highly cducated, among good students, among whites, among ;
20-year olds, and seo on, - ;

- -’ [
A numaerical example of the procesgers desoribed in this Appendix I :

muay be found in the <tady proposale the projest stalf of Maa ket Fadts O K

- v 3
. . . .. 1

would Vike to acknowledpe the suhstastial contribmion of De. tamaes Ginter } 4
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in conceptualizing the foreporng stoeps, [ i
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Glnasary of Terms

AUxij - respundent j's utility for the !evel of Program X on stfriouce i
OUxj - relpondent j's overall utility for Program X

n Bj
1'—'-’1 AU xij , where n ig the ©wnbe- ol attributes

characterizing X

OUyj =

Ryj - respondent j's rating on a 12-pouint scale (where | corraeponde to
' his highest possible likelihood and 12 to hig lowast poasible) of
his likellhood of joining X, if it were offerced to him

Txj - the transformation of j's rating of X
ij = IS-RM
13

Txj is estimated by the following «quation

Aaj hj
ij = e ()ij

r’xj - the percentile point corresponding to respundent j's rating, ij, of
Propram X
ij is cstimated by the equation

, o2
Pyj = 1 (1T )

W) - the respondent werght for j
Ay - estimated accessions to N
Ay 18 estimated by the equation
m
A ™ i-‘l W_i Pyje where mois the numbos ol respondents
1 - the number of paired counparison questiona fromn the quastionnaire

tor which a ruspondent's utilities can corrucily reproduce his choice
an the question., This value is used in calculation of tan

. g e e g g o 5 e e ————Y o o T . e 7 e

e ——— S ———————— | Wy v, -

:
k

ot e et e o P

%

T T e By R M T I T S R )




MARKET FACTS 121

Glossary of Torms (continred)

Pi

tau

ROx

aj, bj

the number of paired comparison questivnsg fronith.y questionnaire
for which a respondent's utility cannot correctly reproduce his choice.
This is also used in the calculation of tau

a measure of how well a respondent's utilities fit his perference data

tau = Pc - P{
Pc + Pi

the rank crder expressing relative preference for concept X

an exponent appfied to the utility for attribute i, These Bi are esti-
mated by regression analysis using the model

RO, = Byln All + By dn AT, + . . . By In AUy,

a constant term and an expunent {or respondent j which, when applied
to utilities to likelihouda, The repgruession model peovidi ng these
terms is

In Txj = aj +bj1n OUy;
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